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CHAPTER I

BACKGROUND AND STATEMENT OF THE PROBLEM

Introduction

Use of the marketing model as a way of looking at the problem of
delivering goods and services is probably as appropriate for educa
tional organizations as for business and industry.
Typically,

schools or institutions are not viewed as a firm or

an industry that specializes in "producing" graduates.

Yet, each

year American colleges and universities are contributing enormous
numbers of new graduates

to the work force.

To illustrate,

for the

year 1975-1976 there were 925,746 Bachelor degrees conferred as re 
ported by the Standard Education Almanac

(1978).

Historically,

new

graduates have succeeded in gaining entrance into the labor force.
For the past 20 years, many consumers have been questioning
whether or not colleges and universities are producing graduates of
the best quality or in the right quantity.

Many of the basic pur

poses of American colleges and universities have been seriously ques
tioned,

i.e., performance budgeting, new forms of higher education,

voucher systems, and open admissions.

Harcleroad

(1971) reported

that in 1970 the "open" admissions program of the City University of
New York raised the number of city high school graduates partici
pating in some form of full-time higher education from 57% to 76%, a
truly dramatic increase.

According to Harcleroad

(1971), this in

crease was a direct result of social forces exerted by large ethnic

1
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minority groups in N ew York.

Harcleroad further stated that the

assessment of their institution led them to demand these changes,
sometimes violently, from those who controlled access to the commu
nity colleges and universities.
Perhaps,

one of the most pressing needs in education today is

the need for qualitative and effective educational planning and pro
gramming.

Now as educational dollars become less accessible and

school staff sizes remain the same or decreased,

the schools them

selves are confronted with the necessity of operating an effective
educational program with diminishing resources.

Planning necessi

tates that a framework be developed to identify, unify, and integrate
the various parts of an educational system.

Also, sound planning

determines programs, policies, and processes that will make the best
use of resources in order to accommodate the needs of the community
and society at large.
adaptability,

It sets the direction for growth,

insures

and determines the vitality of the institution.

Educational administrators,

sensitive to both community demands

and fiscal necessity, are becoming keenly aware of the importance of
educational accountability.
before,

Indeed, it is now realized, as never

that if the quality of students' education is to improve,

rather than deteriorate,

then the tools and techniques of efficient

management must be utilized in addition to maintaining the best qual
ity of education.
In an educational system or any mass movement in which produc
tion is increased to a marked degree,
quality is maintained.

it is well to make sure that

Quality is a highly valued and very illusive
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3
characteristic in education.
pose and its practices,

Understanding quality control, its pur

is of vital importance and interest to every

a d m i n i s t rator/manager, regardless of his specialty.

The college or

university administrator recognizes that the quality products of his
institution strongly influence its reputation in the competitive
market for new students.
Control is internal;

it is established by the leader of an edu

cational enterprise to insure the accomplishment of the organization's
purposes;

it is a means of regulating performance in accordance with

agreed standards for the purpose of achieving those standards
(Lessinger, 1976).
Lessinger

(1976)

summarized the following elements of control:

1.
Agreeing upon and specifying desired outcomes of
the institution (the standards).
2.
Translating the desired outcomes into measurable
objectives or verifiable proxy experiences (the design).
3.
Formally comparing what is actually happening
with what was intended (the evaluation for conformance to
design).
4.
Deciding what is required to be done to achieve
conformance to design (the control plan).

ble

5.
Doing what is required when such action is feasi
(the control action).
(p. 504)

Control is completely dependent upon the design standards,
the ideal or desired state to be achieved.

In education,

state is high quality in the program or system.
vention,

feedback,

and redesign,

and help improve productivity.
prise;

i.e.,

the ideal

By emphasizing pre

the quality function can save costs
Assurance is external to the enter

it represents a check on the producer that adds credibility to
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the enterprise and upgrades the educational process.

The consumer or

client requires objective assurance that the product or services meet
his expectations

(Lessinger, 1976).

The need for quality control is highly important to the future
of the country in the field of education because most education grad
uates go into teaching, school administration,

or other fields re

lated to education.
Ideally,

the curriculum should fulfill the needs of those stu

dents who pursue it while assuring them of the acquisition of neces
sary skills for employment.

Continued revision and modification,

when needed, should be made to achieve these ideals.

No purposeful

and productive change can be made, however, without evaluating the
perceived needs of graduates and their employers, which are a measure
of the program's effectiveness.

Failure to be responsive to employ

ment needs has resulted in the American society questioning the
effectiveness of higher education and its ability to meet current and
future needs
Holmes

(Harcleroad,

1971).

(1971) pointed out how important the quality of education

really is:
Quality is crucial.
People are serious about education.
Education is much more than a cultural rite of religious
ceremony.
People in this country and around the world see
it both as a means and an end, and the variety of percep
tions about education match the number of people thinking
about it.
There is a restless concern with our efforts
. . . a feeling that our system is good and definitely
improvable.
People are in search of meaning, and each per
son will find it for himself.
If we in education don't
"produce" and help people help themselves, we will see new
institutions impinging on "our domain," and we will lose
not only a lot of the action but also a sense of being
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professionally useful.
word.
(p. 36)

Quality continues to be the key

Statement of the Problem

Various departments in the College of Education at Western
Michigan University have conducted independent follow-up studies of
their graduates.

The studies were made for the purpose of soliciting

from the graduates

(a) their opinions about the program they have

completed at Western Michigan University,

(b) their subsequent

recommendations, and (c) their present professional status and
responsibility.
useful,

Although the results of these studies have been most

they have given a one-sided opinion or evaluation of the

University's programs.

To develop effective programs, input must

come not from graduates alone, but also from their employers.

The

problem to be investigated in the study is to evaluate the profes
sional skills component of the teacher education program by appraising
teacher performance as perceived by their immediate supervisors.
Henry (1971) presented a statement that cogently summarized the
importance of public expectations and evaluations of our institution's
programs:
Public expectations and evaluation will increase, and our
institutions must respond with confidence and with clarity.
We can maintain a system open to examination and to change,
and emerge from the increased scrutiny and pressures with
greater stability and with even greater potential for edu
cation and for public service.
(p. 85)
To
ability
this

remedy
as

study

this

perceived
sought

problem,
by

a follow-up

employers

to a n a l y z e

must

be

t he p a t t e r n

study

of

graduate

developed.
of

employers'

The

skill
design

feedback

and
of
on
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how they perceived the teacher education program based on the grad
uates'

classroom competence and skills in the actual work situation.

Purpose of the Study

The purposes of the study were (a) to elicit perceptions of
employers regarding

the quality and effectiveness of

the professional

skills component of

the teacher education program at

Western Michigan

University based upon teacher performance on the job, and (b) to make
recommendations for strengthening or improving the professional
skills component of

the teacher education program at Western Michigan

University based upon perceptions of employers regarding teacher per
formance on the job.
The following were the major aspects of the problem:
1.

What are the general characteristics of the graduates, such

as, sex, degree, major field of study, and minor field of study?
2.

What are the employers' perception of the quality of Western

Michigan University's graduates' job performance?
3.

What are the judgments of the employers about Western

Michigan University graduates of the teacher education compared with
graduates from other institutions.
4.

What professional skills are important to employers when

hiring teacher graduates?
5.

What is the relationship between school setting, school

size, school level, age of supervisors and degree held by super
visors, and perceived professional competence of teachers?

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Significance of the Study

As colleges or universities plan for new curricula as well as
changes, it is well to study the result of its previous and present
programs.

In order for an institution to assess the effectiveness of

programs and to ascertain graduates' and employers' satisfaction,
follow-up studies are required.
In

th is

time

of

constant

and

rapid

so c i a l and

economic

change,

institutions concerned with the development of educators have a great
need to evaluate their preparation programs.

One way of evaluating

the results of educational programs is to investigate how well the
preparation has fit the graduates for the work they do.
Enterline

(1949)

expressed his opinion as to the need for

follow-up studies:
Schools that provide vocational business training and then
place their trainees in jobs are not completing their
responsibility if they do not follow up to ascertain
whether the trainees make progress and are well adjusted
to the job.
(p. 26)
Since the institution's most important commodity is its grad
uates,

the maintenance of a high level of employer satisfaction with

the graduates may be the best assurance of future job placements.
Jepsen (1951) observed that the graduate has often been viewed
as a mere product offered to the public by a manufacturer:
Too little information is available about the feelings,
successes and failures of college graduates.
All too
often the school releases them and forgets them.
We be
lieve that only as we analyze the graduate in action can
we know what to do to improve this product and the school
that has turned h im out.
(p. 11 )

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

The National Council for Accreditation of Teacher Education
(NCATE) programs in its report dated May 1977 (that took effect in
January 1979)

stated that:

Maintenance of acceptable teacher education programs de
mands a continuous process of evaluation of the graduates
of existing programs, modification of existing programs,
and long-range planning.
(p. 10)
The report recommended that the faculty and administrators in
the field of teacher education evaluate the results of their programs
not only through the assessments of graduates but also by seeking
reactions from persons involved with the certification,
and supervision of its graduates.

employment,

The report further stated that the

ultimate criterion for judging a teacher education program is whether
it produces competent graduates who enter the profession and perform
effectively.
The NCATE sets standards in evaluating graduates by the institu
tion, as stated below:
The institution keeps abreast of emerging evaluation tech
niques and engages in a systematic effort to evaluate the
quality of its graduates upon completion of their program
of study and after they enter the teaching profession.
This evaluation includes evidence of their performance in
relation to program objectives.
(p. 11)
Also, standards for evaluation of results to improve basic pro
grams were established as follows:

"The institution regularly evalu

ates its teacher education programs and uses the results of its eval
uation in the modification and improvement of those programs" (p. 11).
The study represents the first follow-up of graduates from the
College of Education, Western Michigan University, based on responses
and opinions of the employers.

The study should be of great
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assistance in planning and developing future curricula, improving the
quality of programs, and determining course content.
this type of study could be used to develop student,

The results of
faculty, and

institutional pride as a result of positive information provided by
employers of graduates.

Chairpersons and faculty could also use the

data to develop and to establish curricula to meet the needs of the
students and the employers.
The purpose of investigating the effects of present programs and
curricula is to find the weaknesses,
improve them; also,
expand on them.

if present, and to correct and

to discover the strengths of the program and to

The present study was developed to evaluate the pro

fessional skills component of the teacher education program at Western
Michigan University.

Limitations of the Study

The study was limited to the 1976-1977 academic year teacher
education graduates of W estern Michigan University and did not gather
data directly from the graduates.

The population was limited to only

those recently hired as teachers with Bachelor's degrees who had pro
vided adequately information as to where they were employed.

The

study did not attempt to evaluate the effectiveness and quality of
the graduates.

The study focused only on the evaluation of the pro

fessional skills component of the teacher education program at Western
M ichigan University based on the assessment of the gr a d u a t e s ' per
formance by the employers.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

10
Definition of Terms

For the purpose of this study, terms were defined as:
Ap p r a i s a l .

The process of determining the effectiveness of

graduates' performance based on professional competence.
E f f e c t iveness.

The teacher's actual performance in a specific

situation (Chomsky, 1965; Pylysphyn,
Eff i c i e n c y .

1972).

The administrative or teaching performance of a

teacher in the best possible and least wasteful manner.
Eval u a t i o n .

A process of delineating, obtaining, and providing

useful information for the related process of judging decision alter
natives .
Follow-up s t u d y .
data,

A form of evaluation, directed toward obtaining

information, or opinions about or from former students and

em p l o y e r s .
General a t t i t u d e .

The manner, discipline,

feeling, and position

of the teacher on how he or she applies the skills and knowledge to
accomplish the intended purpose.
Ma r k e t i n g .

The process of matching the wants of the consumer

with the productive and distributive capabilities of society.
Marketing r e s e a r c h .

A systematic,

thorough search for and

interpretation of information that will enable a marketing entity to
provide a highly acceptable product to as many consumers as possible.
Overall c o m p e t e n c y .

The teacher's proficiency in his/her pro

fessional skills or knoxi7ledge.
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Professional s e r v i c e s .

Services that are purchased by industry

and institutions from individuals and organizations, and are designed
to improve the purchasing organization's performance or well-being
and to reduce uncertainty by the application of skills derived from
a formal and recognized body of knowledge, which may be inter
disciplinary, and which provide criteria for the assessment of the
results of the application of the services
Quality c o n t r o l .

(Wislon, 1972).

An attempt to coordinate the various produc

tion processes in such a way as to maintain quality as well as eco
nomical production levels and standards.
Respondent.

The employer of the graduate of Western Michigan

University's Teacher Education Department.
Teacher education p r o gram.

A course of study offered by an

approved teacher training institution leading to certification as
a school teacher.

It is also referred to as preservice education.

Organizational Structure of the Study

The study was designed to evaluate the professional skills com
ponent of the teacher education program at Western Michigan Univer
sity based on the ability of the graduates to meet the demands of
their professional tasks as perceived by their employers.
The rationale for the study focused on the need to establish an
empirical base encompassing the effectiveness of the teacher educa
tion program at Western Michigan University and to ascertain the
e m p l o y e r s ’ satisfaction.
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The purpose of Chapter I has been to introduce the content of
the study as well as state the problem,

the rationale for the study,

the definition of terms, and the organization of the dissertation.
Chapter II contains a review of the related literature and re
search studies that are relevant to alumni follow-up,
up of graduates, professional competence,

employer follow-

tools for evaluation, and

geographic location.
Chapter III presents the research design which was utilized for
the completion of the study.

The selected design is discussed,

the

population and sample specified, and the procedural steps for the
development of the instrument are outlined.

Finally,

the statistical

procedures are described.
Chapter IV consists of the analyses of collected data.

Informa

tion relevant to the testing of the major research hypotheses is dis
cussed and the results of the study are presented.
Chapter V includes a summary of the major findings, conclusions,
and implications.

Recommendations for the refinement of a similar

study for possible research in the future are suggested.
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CHAPTER II

REVIEW OF THE SELECTED LITERATURE

The purpose of Chapter II is to review the literature pertinent
to the evaluation of an institutional program as perceived by the
graduates and employers.
study:
concept,

The review is divided into six areas of

(a) alumni follow-up,

(b) employer follow-up,

(d) competence or skills,

(c) marketing

(e) tools for evaluation, and

(f) geographic location.

Alumni Follow-Up

This section is a review of the literature regarding follow-up
studies as perceived by graduates.

Each of the studies present the

respondents' ratings of their professional preparation and the ade
quacy of the program.

The following discussion reflects upon various

evaluations of university programs based on the gr a d u a t e s ' percep
tions .
Frankel

(1974) conducted an evaluative study of the undergraduate

education program at Lehman College.

A six-page questionnaire was

given to 800 teacher graduates employed in the New York City area.
He sought to obtain ratings of the areas of pre-student-teaching
field experiences, student teaching experiences, and the development
of overall teaching competence.
as being valuable.

Respondents rated student teaching

Suggestions for improving and/or extending the

student teaching experience were made by 77.9% of the teachers.
13
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Courses stressing methods rather than content were rated as valuable.
It was considered by the respondents that more field experiences
would be important additions to a teacher preparation program.
tive reactions

Nega

to foundation courses were received by a large majo r

ity of the 56.7% of the respondents to this section.

Courses

stressing child psychology and emotional and learning disabilities
were recommended.

Methods courses also received negative ratings by

a majority of the 56.7% of the teachers that responded to that sec
tion.
Hopkins

(1970) conducted a follow-up study of 279 teacher grad

uates of the University of Missouri.

The purpose of the survey was

to obtain information regarding attitudes toward preservice prepara
tion, each of 13 education courses,
general, most of the respondents

and teaching as a profession.

In

(260) expressed a positive attitude

regarding their teacher training program.

However,

they also ex

pressed a need for more experience and for courses stressing skills
necessary for actual teaching.

These studies are of interest to the

present study since both deal with the teacher education program.
Carlson (1976) made a survey follow-up of 37 doctoral graduates
in Guidance and Personnel, Western Michigan University.

The study

was to elicit views concerning the strengths of the program and how
the experience benefited the graduates.

Results revealed that a

majority of the graduates were pleased and satisfied with the program
at Western Michigan University.

Results of this study were used in

planning and developing future programs.
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M a ttson (1972)

conducted a survey study evaluating the teacher

education program at Montana State University.

Two hundred eighteen

(218) graduates of the class of 1969 participated in the study.
sults of the study revealed that

Re

73.5% of the graduates felt their

professional preparation program was adequate.

Some deficiencies or

dissatisfactions were noted in areas of teaching strategies, student
evaluation, classroom management,

recognition of learning disabil

ities , and team t e a c h i n g .
Sanders

(1972) conducted a 4-year evaluation of the professional

course in a teacher education program.

The institutions involved

were not identified.

Six hundred fourteen (614) graduates partici

pated in the survey.

Results of the study gave the following con

clusions :
1.

Student teaching was viewed as extremely valuable by 97% of

the respondents.
2.

Courses stressing methods were viewed as being of more value

than courses stressing content.
3.

More field experience prior to student teaching was recom

mended as being worthwhile.
Hopkins

(1970), Mattson (1972), and Sanders

(1972)

reported that

for the most part the respective teacher preparation programs studied
by them were considered adequate.
of dissatisfaction were noted.

However, deficiencies and/or areas

Courses stressing methods rather than

content were viewed as more valuable and an expansion of field experi
ences was indicated.
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All studies mentioned above summarized various criticisms, sug
gestions, and feelings of satisfaction of programs as perceived by
the graduates.

It has been said that the institution’s greatest com

modity is its graduates.

Since the success of the institution can

best be measured by the success of its students, an opinion from
employers would be a valuable tool in appraising the university's
program based on the graduate's performance.

Employer Follow-Up of Graduates

The following studies that are discussed reflect the effective
ness of the programs at various schools,

colleges, or universities as

perceived by the employers.
Gell and Armstrong

(1976) made a survey of employers who have

hired career program graduates of Montgomery College.

The purpose of

the study was to gain an evaluation of college programs, particularly
career curricula from the standpoint of the work community.
uates were sent questionnaires

Grad

to provide names and addresses of

their employers along with their permission to contact these employ
ers.

According to the authors, it was not all clear what was respon

sible for the high rate of students granting permission to contact
their employers.

Results of the survey revealed that there was a

valuable resource in the community which the college could draw from
to measure the effectiveness of its services.

Many of these employ

ers indicated that they were more willing to be contacted in the
future for further and more specific evaluations of individual cur
ricula.
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O'Connor (1965) stated that one of the focal parts of the proc
ess of a follow-up study is to survey an employer's reaction to a
student's preparation for employment.

The National Council for

A ccreditation of Teacher Education (NCATE), in its report dated May
1977, recommended that faculty and administrators in teacher educa
tion should evaluate the results of their programs not only through
the assessments of graduates but also through the assessments of
their employers.

This reaffirmed O'Connor's statement.

O'Connor

(1965) also emphasized that an appraisal of a student's success in
employment is usually accomplished through direct contact with stu
dents and e m p l o y e r s .
Leavitt

(1972) was concerned with the effectiveness of the pro

gram at Albuquerque Technical Vocational Institute, specifically if
the program was meeting the needs of business and industry as viewed
by employers.

Of the 570 survey letters mailed, 87.15% were returned,

but only 64.4% were complete enough for computer analysis.

Findings

indicated that the Albuquerque Technical Vocational Institute needed
a better system of matching interest and aptitudes during its screen
ing of applicants.

It also indicated that greater emphasis should be

placed on relevancy to the world of work, on the development of judg
ment and decision-making,

on dependability, on willingness to con

tinue learning, and on initiative.

Despite these weaknesses,

the

training programs offered did meet the major needs of graduates'
employers.
Tuttle

(1965) made a follow-up study of graduates' and employers'

opinions of the cooperating training program at Colorado State
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College.

The purpose was to investigate the evidence concerning the

effectiveness of a cooperative education training program.
dred fifty-eight
graduates.

Two hun

(258) names were secured from the 1955-1961 list of

Of this total, 135 were personally interviewed.

Findings

showed that a majority of the graduates expressed satisfaction with
the program.

Employers also expressed satisfaction with the program

and made suggestions for additional training in production work,
business ethics, and employment procedures.

Because the importance

of this type of study cannot be overemphasized,

Tuttle (1965)

recom

mended that a similar study be made at a future date.
Patterson (1976)

in his study, Why an Employer Follow-Up?, found

that the employer follow-up appeared to be a very valuable tool for
developing an accountability model for the individual department or
school division.

In addition, some other important areas for which

employer follow-up data may provide significant documentation are
state and federal reports, national accreditation evaluation reports,
and federal grant proposals.
McGinn (1974) made a study of an employer evaluation of the
doctoral graduates from the Department of Educational Administration
and Supervision, University of Mississippi, during the years 19621972.

The purpose of the study was to obtain information from the

employers of the doctoral graduates to determine the degree to which
the graduates possess and display the performance skills necessary
for their professional roles and working relationships with staff,
students, and patrons.

Results of the study indicated that the em

ployers of the doctoral graduates perceived the graduates as
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possessing and utilizing professional attributes to a high degree.
Although the studies cited above provided information regarding
the perception of graduates and employers regarding the effectiveness
of the programs,

they also presented a limited overview of current

perceptions and attitudes of the employers toward the graduates'
performance based on the skills and knowledge gained from the program
during their pursuit of a degree.

Marketing Concept

In marketing research, there is a very important area of social
marketing research:

the process of determining the attitudes, prac

tices, and knowledge of consumer-residents with regard to the commu
nity.

If satisfying consumers is a basic goal,

to know what they feel,

then it is essential

think, and do about the products and services

offered by the community.
Techniques used by private firms are available for use by local
governments and institutions.

From this kind of research,

tution can get an idea of how goods and services

the insti

(graduates) are used

or not used, and the degree of satisfaction felt by the users
(employers).
Munsterman and Nelson (1976) , in an unpublished paper, recom
mended a teacher delivery system model.
output model in which sources of energy
relation to essential program elements
produce a product

(outputs).

It is an input-component(inputs) are examined in
(components)

In this model,

that interact to

there are six elements

that form the components of a teacher delivery system.

They are
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general education, specialized education, value development, personal
needs, foundation of education, and professional preparation.

Al

though, in various combinations and to varying degrees all these
elements are present and interact in an encompassing delivery system,
this study did not deal with the entire range of components, but with
only one, professional preparation.

This component of the delivery

system is of vital interest to the present study since it is to eval
uate the professional skills and knowledge of graduates.

These are

the input components.
The output component of a teacher delivery system represents
what is produced when a person interacts in a university system with
a series of components identified as elements of a teacher education
program.

In this model, seven outputs are identified,

i.e., cultural

fit, cognitive base, environmental awareness, mental health, profes
sional attitude,

technical skills, and value framework.

Munsterman and Nelson (1976) defined these seven output compo
nents as follows:
Cultural fit is produced when a teacher enjoys activ
ities that enrich his or her life, both as a participant
and an observer.
The teacher epitomizes those who appre
ciate and involve themselves in cultural pursuits, ranging
from art and music for some to athletics and recreation for
others.
Through involvement, enthusiasm, and instruction,
a teacher has potential to positively influence the cul
tural set of children and youth.
Cognitive base for particular areas of specialization
is the level of cognition required for a person to engage
in teaching.
Knowledge and perception of the discipline
involved in one's teaching role provide the capability
level needed for instruction.
Environmental awareness provides the teacher with a
familiarity of a school's articulation with society.
The
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teacher exhibits the cultural, fiscal, legal, personnel,
political, and structural perspective essential to be
intelligently involved in educational assessment, plan
ning and relationships.
Professional attitude is reflected in knowing,
understanding, and accommodating the legal and moral
obligation associated with teaching.
The teacher adheres
to an ethical code of behavior, exhibits interest in con
tinued career development, values the knowledge and skills
that are unique to teaching, seeks professional autonomy,
practices self-discipline, and has respect for the role of
teacher.
Mental health is reflected in an emotional state and
sense of motivation associated with healthy personalities.
The level of emotional apprehension rloes not lead to
extreme anxieties and overwhelming tensions that ulti
mately cause emotional breakdowns.
The motivations are
generally positive and supportive, so personal and pro
fessional as a teacher is possible.
Technical skills associated with the instructional
role are adequate.
The ability to plan, perform, and
evaluate is evident.
Instructional strategies and tech
nologies are employed which are consistent with good
practices.
The teacher has the skill to effectively
integrate the "what to teach" with the "how to teach."
Value framework for education provides the teacher
with ideological base that is worthy of one who wishes to
pursue a teaching career.
The teacher possesses a concept
of commitment, role, and purpose that are sufficiently
encompassing and thorough for the contemporary educational
environment.
The teacher is committed to education for
everyone, equality of opportunity, and educational libera
tion.
(p. 11)
The above output components of the teacher delivery systems
could be evaluated in different ways:

by career line data; by direct

classroom observation;

by pupil, peer, and supervisor ratings; and by

standardized measures.

These data are to be collected for a minimum

of 5 years after the student has graduated from the undergraduate
teacher education program.

Once data have been processed,

feedback

mechanisms must be established to ensure information is available for
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teacher educators and administrators to use in programmatic decision
making .
The output components are also the professional skills that the
teacher education program is trying to attain through its graduates.
Knowledge learned through this process and applied to the teaching
field develops into professional competence.

Professional Competence

Competence, as defined by White (1969)
tion,

in his theory of m otiva

is the individual's capacity to deal effectively with his envi

ronment .
Chomsky

(1965), writing in the area of linguistic theory, made

a distinction between competence and performance.

He defined compe

tence as knowledge while defining performance as influenced by
knowledge, motivation,

and other individual situational factors.

Pylysphyn (1972) noted that Chomsky's distinction has been both
praised as a significant methodological research contribution and
criticized as contributing little to psychological research.
Pylysphyn

(1972) also observed that in actual practice the term "com

petence" very loosely refers to almost any knowledge or skill inde
pendent of the effect of motivation.

"Competence" is thus typically

viewed as a general collection of knowledge and skills which tran
scends a particular situation as opposed to "effectiveness" which
refers to performance in a specific situation;
only one factor in effectiveness,
Obermand

thus competence is

though a very important one.

(1963), in discussing criteria of performance as it relates
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to rehabilitation counseling, also distinguished competence and
effectiveness, stressing both as important criteria.
With regard to professional competence, several authors have
advocated a broad definition of its components, including factors
other than the more narrowly defined knowledge and skills.

Caplow

(1954) has suggested that personality characteristics and creativity
are important components.
The American Board of Examiners in Professional Psychology
(ABEPP)

in their Professional Certification Procedures have included

attitudes and values in their conceptualization of competence
1967) .

Ohlsen

tioned,

included interests and commitments.

(ABEPP,

(1969), in addition to the components already m e n 

Tools for Evaluation

The tools an evaluator uses, often with the greatest effective
ness, are a piece of paper and a pencil, although more sophisticated
devices, such as tape recorders and videotapes,
among evaluation instruments.

are also included

Teacher organizations are sensitive

about the use of electronic devices and try to insert clauses in
their contracts prohibiting the use of these tools without the
teacher's knowledge and consent
Association,

(National School Public Relations

1974).

The paper used by an evaluator is often, but not always, some
kind of form.

Most commonly used is the checklist.

Checklists are

used in many schools, with the administrator checking off in an
abstract mechanical manner the items that describe the teacher's
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performance.

They range from simple to complex and are designed for

use by a supervisor, a peer, a student, or the individual himself/
he r s e l f .
Klahn (1965) described checklists as devices which are definite,
usually understandable to everyone involved, and provide data upon
which some kind of judgment can be made as to the strengths and
weaknesses of a teacher.

Klahn (1965) also said that checklists can

be used as evaluative tools by observers for the purpose of recording
data or by teachers as a self-evaluation tool.
The National School Public Relations Association (1974) stated
that the checklists most often used by districts carry many items on
which the teacher is rated.

The items represent what are considered

desirable characteristics of a teacher.
Lewis

(1972)

recommended the use of a Professional Skill Check

list as a basic criteria guide to describe general assumptions about
the main areas of concern regarding effective teaching, supervision,
and administration.

Lewis

(1972)

further stated that the checklist

is used as an assessment guide to common understanding between an
educator and his immediate supervisor.
Lewis

(1972) made the following comments concerning the use of

checklists in appraising teacher performance:
Although this evaluation guide is to some extent subjec
tive, its function is to focus intelligent, informed and
experienced judgment of an educator's performance in
critical areas.
When followed by explicit and objective
goal setting that reinforces strengths and improves the
weakness, improved performance is a natural result.
(p. 94)

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

25
Ryans (1967) stated that the apparent objectivity of a checklist
approach is its attractiveness:
It is encouraging that studies recently conducted with Air
Force instructional personnel have been successful in
developing relatively short checklists, which may be objec
tively scored, relating to instructor behavior and student
behavior.
Validation of the checklist data against cri
teria such as student ratings, supervisor ratings, and
student gains suggests their practicability, at least in
the kind of situations involved in the particular Air Force
courses under consideration.
Generally, checklist items
concerned with instructor behaviors tended to be related
to criterion data provided by supervisors' ratings, and
checklist items referring to student behaviors, especially
inattentive behavior, tended to be correlated with the
"student gains" criterion.
(p. 84)
The American Federation of Teachers

(AFT) in the November 1973

issue of their official publication, The American Teachers, stated
that all evaluation instruments are imperfect, but that "probably the
best would be a competent evaluator,

competent in the discipline area

that he or she presumes to evaluate, armed with a blank piece of
paper, and enough time and objectivity to ascertain, within the limits
of human capabilities, what was going on in the classroom"

(p. 22).

The importance of performance appraisal cannot be overemphasized.
Researchers seem to arrive at the same findings as Medley and Mitzel
(1963) who stated that,
ployed,

"regardless of the technique or method em

i.e., rating scale, self-analysis, classroom visitation, etc.,

few if any facts seem to have been reached concerning teacher and
administrator effectiveness" (p. 11).
Biddle and Elina (1964) stated that although in the past we have
been unable to objectively measure a teacher's performance effective
ness,

the traditional practice of evaluating educators continues to
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be the semiannual ritual of writing narrative reports.
May and France

(1961) stated that the traditional practice of

using evaluation devices generally not only fails to measure ade
quately professional competence, but also results in alienating the
relationship between the teacher and administrator;

it does little or

nothing for improving performance and engenders a false sense of
security about the quality of professional performance in the school
system.
The above studies summarized the importance of developing and
using checklists as tools for rating the performance standards of
teachers and other employees outside of education at some point in
the evaluation process.

The Geographic Location

The following studies that are discussed reflect how teachers
function in different school settings.
Tanner

(1975) stated that the role of the urban school is to

prepare the learner to deal effectively with personal and social
problems.

The urban school must be committed to providing equal

opportunity to all cultural groups, and to "facilitate the rise of
visibility, development, and refinement of the submerged talents and
abilities of the thousands of urban youths whose lives have been as
confounded by the ravages of poverty and other forms of disprivilege"
(p. 105).
The role of the teachers in the urban school is a difficult one.
Successful teachers must not only be sensitive to and appreciate the
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diversity of the students, but must view this diversity as an asset.
Tanner (1975) suggested that the training of urban teachers should
include studies in "urban sociology, cultural anthropology, social
psychology, group dynamics, communication,

federal education, and

social welfare and civil rights legislation" (p. 106).
Tobin (1970) made a study of the perceptions of teachers in
inner city and suburban elementary schools.

Findings revealed some

indication of a relationship between perceptions of teachers and
geographic location.

Inner city teachers were viewed less favorably

than suburban teachers.

Tobin (1970) recommended that preservice

training programs emphasize the development of skills,

techniques,

and methods of teaching inner city students.
Conversely, Pankratz

(1975) made a study of the impact of a

rural setting upon the teacher and the teaching situation.

The rural

school with its limited resources and support must deal with the
problems of providing personalized instruction, full services for
children with learning and behavioral problems, and multicultural
education.

Teachers in rural school settings are also confronted

with other difficult problems, such as, low salaries,
facilities,

inadequate

isolation from training, and the disadvantages of living

in a small community.
Pankratz (1975) made an observation that,

in the past,

teacher

training institutions have paid little attention to the needs of
rural teachers.
institutions.

Today, however,
Pankratz

(1975)

that trend is being reversed in some

further stated that:
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Campus-based teacher education programs have failed to
recruit and adequately prepare teachers to deal with the
special problems of rural youth.
While professors have
become isolated in ivory towers, many small communities
have become isolated from the dominant society.
It is
high time that institutions of higher education and rural
communities begin a process of interaction to rectify
these inequalities that exist between rural and urban
educational opportunities by collaborative efforts which
provide training and retraining programs for teachers in
that part of our nation where America has its roots.
(p. 108)
The urban school is faced, as the rural school, with a myriad of
problems.

Perhaps one of the most pressing problems is that of de

fining the role of the urban school with respect to the demands of
our contemporary society and the nature and needs of the community it
serves.
Teague's

(1971)

study of the perceptions and attitudes of first

year teachers suggested some interesting findings regarding geographic
location.
Suburban (and 100
(and less than 50
their preparation
response to items

percent white classes) and inner-city
percent white classes) teachers rated
highest and lowest respectively, in
regarding sociological foundations.

Rural teachers and teachers with all white classes
indicated higher perceptions of preservice preparation
and the most subject centered educational attitudes.
Inner-city teachers and teachers with less than 50
percent white classes indicated feeling the least faculty
and community acceptance, philosophical congruence, sat
isfaction with teaching, and adequacy of preparation for
the jobs.
(p. 14)

Summary

Chapter II reviewed related literature pertinent to the purpose
of this study which was to evaluate the quality and effectiveness of
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the professional skills component of the teacher education program at
W estern Michigan University as perceived by the employers based on
teacher job performance.
The review was divided into six general areas of study:

alumni

follow-up, employer follow-up, marketing concept, professional compe
tence,

tools for evaluation,

and geographic location.

The importance

of maintaining a good quality product can only be measured through
consumers'

satisfaction,

that is, by meeting the needs of the commu

nity being served.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CHAPTER III

DESIGN OF THE STUDY

This chapter describes the selection
sources of the data,
mental process),

of the population

the general procedures,

the data collection,

the

the instrument

studied,
(develop

recording of responses, and

the treatment of the data.

Review of the Problem

The principal goal of the research effort was to evaluate the
quality and effectiveness of the professional skills component of the
teacher education program at Western Michigan University based on
teachers' performance as appraised by their supervisors.
Results of the study would assist in determining whether or not
the present professional skills component of the teacher education
program at Western Michigan University was meeting the needs of the
employers.

Research Questions and Hypotheses

The data was gathered from the supervisors of all employed
teachers by a questionnaire,
Employer Questionnaire.

the Teacher Competency Survey and the

The information was gathered and compared as

it relates to and answers pertinent research questions and hypotheses.
These questions and hypotheses were based upon the literature review,
knowledge of the researcher, and interviews with selected university
30
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faculty and e m p l o y e r s .
The research questions were as follows:
1.

Do Western Michigan University Teacher Education graduates

rank higher on professional competence depending on school setting?
2.

Do Western Michigan University Teacher Education graduates

rank higher on professional competence depending on school level?
3.

Do Western Michigan University Teacher Education graduates

rank higher on professional competence depending on school size?
4.

Do Western Michigan University Teacher Education graduates

rank higher on professional competence depending on highest degree
obtained by supervisors?
5.

Do Western Michigan University Teacher Education graduates

rank higher on professional competence depending on age of super
visors?
6.

Do Western Michigan University Teacher Education graduates

rank higher on teaching competency compared to graduates of other
institutions by school setting?
7.

Do Western Michigan University Teacher Education graduates

rank higher on teaching competency compared to graduates of other
institutions by school level?
8.

Do Western Michigan University Teacher Education graduates

rank higher on teaching competency compared to graduates of other
institutions by school size?
9.

Do Western Michigan University Teacher Education graduates

rank higher on teaching competency compared to graduates of other
institutions by age of supervisors?
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10.

Do Western Michigan University Teacher Education graduates

rank higher on teaching competency compared to graduates of other
institutions by highest degree obtained by supervisors?
11.

How do Western Michigan University Teacher Education grad

uates rate on the Teacher Performance scale?
12.

What professional skills are important to employers of

Western Michigan University Teacher Education graduates?

Hypotheses

In an attempt to answer these questions, the following major re
search hypotheses are stated:
Hypothesis

1.

There is a difference in the perceptions of

supervisors in each school setting in the way they evaluate the
teaching performance of Western Michigan University Teacher Education
graduates on specific professional teaching skills.
Hypothesis

2.

There is a difference in the perceptions of

supervisors in each school level in the way they evaluate the teach
ing performance of Western Michigan University Teacher Education
graduates on specific professional teaching skills.
Hypothesis

3.

There is a difference in the perceptions of

supervisors by school size in the way they evaluate the teaching per
formance of Western Michigan University Teacher Education graduates
on specific professional teaching skills.
Hypothesis

4.

There is a difference between the academic degree

of attainment of supervisors and their perceptions in evaluating the
teaching performance of Western Michigan University Teacher Education
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graduates on specific professional teaching skills.
Hypothesis

5.

There is a difference between the age of super

visors and their perceptions in evaluating the teaching performance
of Western Michigan University Teacher Education graduates on spe
cific professional teaching skills.
Hypothesis

6.

There is a difference in the perceptions of

supervisors when they evaluate the teaching competency of Western
Michigan University Teacher Education graduates as compared with
their perceptions of evaluating the graduates of other institutions
by school setting.
Hypothesis

7.

There is a difference in the perceptions of

supervisors when they evaluate the teaching competency of Western
Michigan University Teacher Education graduates as compared with
their perceptions of evaluating the graduates of other institutions
by school size.
Hypothesis

8.

There is a difference in the perceptions of

supervisors when they evaluate the teaching competency of Western
M ichigan University Teacher Education graduates as compared with
their perceptions of evaluating the graduates of other institutions
by school level.
Hypothesis
visors and their

9.

There is a difference between the age of super

perceptions in evaluating the teaching competency

of

Western Michigan University Teacher Education graduates as compared
with their perceptions of evaluating the graduates of other institu
tions .
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Hypothesis 1 0 .

There is a difference between the academic

degree of attainment of supervisors and their perceptions in evalu
ating the teaching competency of Western Michigan University Teacher
Education graduates as compared with their perceptions of evaluating
the graduates of other institutions.

The Instrument

The instrument
of two parts.

(Appendix A) developed for this study consisted

Part 1 was a Supervisor Questionnaire and consisted of

10 questions regarding background information on the respondents.
Each subject was asked to indicate (a) type of school,
level,

(c) school size,

supervisor,
attained,

(d) school settings,

(f) number of years in that position,

(h) age,

(b) school

(e) title or position of
(g) highest degree

(i) number of Western Michigan University Teacher

Education graduates hired between

December

1976 and December 1977,

and (j) what was the position status of the teacher(s)

under him/her.

Part 2 was a Teacher Competency Survey which consisted of three
sections.

Section 1 dealt with the general characteristics of

teachers.

For Items 1-5, respondents were asked to indicate specific

characteristics of the teacher(s) under him/her.

In Item 6, respond

ents were asked to indicate how long this teacher had worked in the
school.
Section 2 consisted of 20 items representing elements for evalu
ating the professional skills of teachers.

These items were iden

tified in the review of the literature, student teacher evaluation
forms, and various school evaluation forms.

This section was divided
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into four general areas:
teaching effectiveness;
subject matter.

class organization, management, and control;
professional developments;

and strengths in

For Items 7-26, respondents were asked to rate each

item according to a 5-point Likert rating scale.
Section 3 dealt with general questions.

In Item 27, respondents

were asked to compare Western Michigan University Teacher Education
graduates with graduates from other institutions concerning overall
competency, effectiveness, efficiency, and general attitudes.

Item

28 elicited the frank opinions of the supervisors as to whether or
not the teacher(s)
answer was no,

is (are) eligible for tenure status, and if the

they were asked to indicate the reasons.

Item 29

sought to obtain from supervisors a list of skills that they consid
ered essential in hiring future teachers.

Item 30 elicited the em

ployer's recommendations to improve skills of future teachers.

Item

31 asked supervisors for open-ended comments.
The questionnaire was developed in several stages.

First, an

extensive review of student teacher evaluation forms, of teacher
evaluation forms from selected school districts, and review of the
relevant literature was conducted in order to determine the extent
of the relevant theoretical and empirical base on which to design the
instrument.

Also,

included in this stage were inquiries into the

methodology of questionnaire design and its validity and reliability.
Items used in this instrument were those listed in the Teacher
Evaluation Forms used by the following public schools:

Battle Creek

Public Schools, Battle Creek, Michigan; Kalamazoo Public Schools,
Kalamazoo, Michigan; Gull Lake Community High School, Richland,
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Michigan; and Westport Public Schools, Westport, Connecticut (Lewis,
1972); and the Student Teacher Evaluation Forms used by Western
Michigan University.
The second stage was to utilize the information acquired from
the review of the literature to construct the first draft of the
i nstru m e n t .
The third stage was to distill, condense, compact, and edit the
first draft.

This was accomplished,

in a large part,

through the

suggestions and direction supplied by my chairperson and committee
members, and six members of the faculty staff of the College of Edu
cation.

A second draft was then constructed.

The fourth stage of the questionnaire development was to submit
the second draft to a panel of experts in the area of teacher educa
tion for communi c a b i l i t y , relevance, and validity of items.

Sugges

tions and comments were solicited for improving the instrument.

From

these interviews and with the assistance of my committee members,
several modifications were made in the design and content of the ques
tionnaire.

Most of these changes were of a clarification nature.

The use of this panel established the content validity of the instru
ment .
The fifth stage involved a pilot testing of the questionnaire
by selected principals and superintendents of selected school dis
tricts in Michigan.

These were as follows:

Comstock Public Schools,

Mattawan Consolidated Schools, Paw Paw Public Schools, Gull Lake
Community High School, and Battle Creek Public Schools.
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The intent of the pilot testing study was to determine whether
the questionnaire directions and items were sufficiently clear and
complete.

The result of the pilot testing did not indicate any prob

lem in responding to the directions or items.

No changes were made

in the questionnaire as a result of this pilot study except that the
participants suggested and recommended

that the Professional Skills

questionnaires should be grouped into four general areas:
Effectiveness;

Class Organization, Management,

sional Development;

Teaching

and Control; Profes

and Strengths in Subject Matter.

The sixth and final stage was to complete any revisions resulting
from suggestions and recommendations in Stage 5 and to have the final
draft of the questionnaire composed and ready for mailing.
To minimize the possibility of confusion or pages being lost,
and to increase its attraction and appearance,

the questionnaire was

prepared in a booklet form on a single sheet of green paper folded in
the center.

The Population

The population investigated was defined as all those graduates
in teacher education (Bachelor's level)

for the academic year 1976-

1977 who were hired as teachers by either public or private schools.
In order to assure the possibility of actually surveying the
population defined,

it was necessary to identify the graduates in

teacher education, Bachelor's level, for the academic year 1976-1977.
To do this, permission was sought from Western Michigan University
Placement Services to use the University Placement Services Survey
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of the 1976-1977 Western Michigan University graduates as the source
of population information.
To this end, names of the graduates hired as teachers with the
corresponding names and addresses of their employers were selected
from the Survey Report.
The official record showed that there were a total of 1,001
graduates for the academic year 1976-1977 with a Bachelor's degree in
teacher education.

Out of this number, the University Placement

Services Survey Report provided a list of 268 graduates hired as
teachers with the names and addresses of their employers.
graduates constituted

These

the sample population of the study.

Other graduates were hired by school systems as specialists;
some worked for outside firms, agencies, and private institutions;
some indicated they were hired as teachers, but did not provide the
names and addresses of their employers.

These graduates were not in

cluded in the sample population.

Sources of Data

Data was collected by mailed questionnaire from the supervisors.
Each supervisor was sent a questionnaire through the superintendents
corresponding to the number of teachers under his/her supervision.
The questionnaire method was used for several reasons:

first,

it was impossible to interview each supervisor in this study because
the teachers were employed throughout Michigan and in other states;
and second,

the use of the written questionnaire allowed each re

spondent time to think before answering the questions.
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While it is noted that this procedure involved some data col
lection difficulties

(Kerlinger, 1964), a mailed questionnaire

appeared to be the most efficient and effective procedure in terms of
time and money available for this aspect of the program evaluation.

Procedures

The questionnaire was constructed to gather data concerning the
characteristics of teachers, judgments of the employers regarding the
quality of Western Michigan University graduates' educational experi
ence in the various aspects of their training based on their job per
formance, judgments of the employers about Western Michigan Univer
sity graduates of teacher education compared with graduates of other
institutions, and what professional skills are important to employers
when hiring future teachers.

Confidentiality

In order that each teacher's and supervisor's confidentiality be
protected, names of teachers and supervisors were not included in the
questionnaire.

Names of teachers in the introductory letter were

used only to identify their immediate supervisors and the location of
their schools.
A review of the Privacy Act was conducted to insure that this
study would not violate the rights of any citizen.

Comments and

opinions from various school administrators were sought to determine
whether or not the study violates confidentiality as defined in the
Privacy Act.

The responses were all negative.

Also, approval of the
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use of human subjects was obtained from the Research Review Committee
of the Department of Educational Leadership at Western Michigan Uni
versity .

Procedures Used to Achieve a
High Response Rate

Mail questionnaires
sponse rate they usually

are often criticized because of the low re
generate.

Also,

the characteristics of the

nonrespondents may be significantly different from those of the re
spondents, making it difficult to generalize from the returned ques
tionnaires how the nonrespondents may have responded

(Kerlinger,

1964).
With this in mind, a great effort was made to achieve a high
return rate of questionnaires.

The procedures used for the mailing

and follow-up of the questionnaires were those recommended by Robin
(1965).
All employers were sent a letter endorsed and approved by
Dr.

Thomas Ryan, Chairman of the Education and Professional Develop

ment Department,

and Dr. Kenneth F. Simon,

College of Education.
about the study,

In the letter,

its purpose,

then, Acting Dean of the

each employer was informed

and the support given by the faculty

staff and administration, College of Education.
aged employer's

The letter encour

(superintendent's) participation in the study.

The

letter also asked the employer to forward the enclosed question
naire (s) to the respective supervisors of the recently hired teachers
as indicated on the attached list.
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Leslie

(1970) recommended that the stationery to be used for the

pre-letters be such that respondents could "identify" favorably with
someone involved in the study or the organization backing the study.
This also encourages subject participation.

College of Education

stationery was used so that both of the above criteria were met.

Questionnaires and Cover Letter

The questionnaires and cover letter

(Appendix B) were sent to

each employer with a self-addressed stamped envelope.
ity was emphasized in the letter to assure persons

Confidential

taking part in the

survey that their responses would be kept private.

Follow-up

Four weeks after the mailing of the questionnaires, a follow-up
letter (Appendix C) was sent to each superintendent to remind those
who had not responded promptly with the enclosed questionnaire(s)
a self-addressed,

and

stamped envelope.

Data Collection

Questionnaire(s)

developed for this study was/were mailed to

each superintendent of schools that was identified as the employer of
teacher g r a d u a t e s .
The questionnaires were not coded in order that the anonymity of
each respondent be protected.
follow-up purposes.

The return envelopes were coded for

An individual number was assigned to each school

system and recorded along with the corresponding name and number on a
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master list.

When a completed questionnaire was received, the name

and number was checked off the master list.
The data collection took place during the month of July 1978.
Four weeks after the mailing of the questionnaires,

the follow-up

letter (Appendix C) was sent to each superintendent to remind those
who had not responded promptly with enclosed questionnaire(s)
self-addressed,

stamped envelope.

and a

This procedure was in keeping with

the methods suggested by Babbie (1973, p. 164), Leddy

(1974, p. 85),

and Robin (1965, pp. 24-35).
Each returned questionnaire was assigned a number in chronologi
cal order to determine the total number of questionnaires received to
date.

The cutoff date for data or the returned questionnaire was

August 8, 1978.
All data from the usable questionnaires were transferred to
FORTRAN Coding form sheets according to the Statistical Package for
the Social Sciences

( S PSS), a computerized program for statistical

analysis of data.
The coded information was then keypunched on tape to generate
files.

These files were created by Western Michigan University Com

puter Center.

A card deck was also created for the researcher to

maintain as a duplication of the data.

Statistical Analysis

Statistical Assumptions

It is impossible to analyze data and to draw inferences about
relationships among variables without the application of statistics
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(Kerlinger,

1973, p. 285).

The procedures of inferential statistics

were applied to the collected data to establish an empirical base
for the conclusions of the study.
functions:

Inferential statistics has two

(a) to predict or estimate a population parameter from

a random or representative sample, and (b) to test statistically the
hypotheses under investigation (Leedy, 1974, p. 128).

Function 1, as

the first task of data analysis, makes use of the independent vari
ables under investigation to predict population parameters; Function 2
utilizes both the independent variables
teristics data in this study)
to the survey items)

(general demographic charac

and the dependent variables

(responses

to draw conclusions from the hypotheses testing.

The inferential statistical procedure used in this study was
the chi-square

(x2) test of significance.

The chi-square test of

significance was applied to determine the relationship between the
two or more groups for data of the nominal measurement classification.
The task,

then, was

to define and describe the two classifica

tions of data (dependent and independent v ariables), and to present a
rationale for the above statistical procedure.
data specifies

This treatment of the

the procedural application of the test statistic used

in the analyses of the h ypo t h e s e s .

Independent Variables

The general characteristics data for this study were the follow
ing independent v a r i a b l e s :
1.

Sex.

The independent variable of sex was recorded by the

respondents as discrete nominal data, male or female, and then
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classified by assigning the numerical values of 1 to the male cate
gory and 2 to the female category.
2.

Degree.

The independent variable of degree was recorded by

the respondents as nominal data.

The responses were then classified

by assigning the numerical values of 1 to the Bachelor of Arts cate
gory and 2 to the Bachelor of Science category.
3.

Major and M i n o r .

The independent variables of major and

minor field of study were recorded with respect to 15 programs:
(a) elementary,
cation,

(b) secondary,

(e) counseling,

(h) home economics,

(j) business education,

and arts,

(d) special edu

(f) physical, recreation, and education,

(g) distributive education,
tion,

(c) library science,

(i) industrial educa

(k) social sciences,

(m) physical sciences,

(n) languages,

(1) communication

and (o) other.

Teaching In

The respondents indicated the certificated area and were then
dichotomized into three groups:

(a) major certificated area,

(b)

minor certificated area, and (c) other.

Dependent Variables

The items on the Survey Questionnaire

(Teacher Competency Survey)

numbers 7 through 26 were the dependent variables of interval data
measured by responses on a 5-point Likert-type scale:
factory, good,

excellent, and no knowledge.

poor, satis

These intervals of re

sponses were assigned numerical values categorically of:
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1.

Unacceptable performance.

2.

Meets minimum performance requirements.

3.

Exceeds performance requirements.

4.

Far exceeds performance requirements.

5.

No knowledge.

For statistical operation, responses on Item 27 were assigned
numerical values as follows:
1.

Western Michigan University stronger.

2.

Mostly same.

3.

Western Michigan University weaker.

Treatment of the Data

To answer the basic research questions for this study, research
hypotheses were constructed as delineated earlier in this chapter.
An appropriate test statistic was then selected for application to
each hypothesis to determine whether or not the null hypothesis could
be rejected.

The statistical procedure used in this study was the

chi-square test of significance.

The Chi-Square Test of Significance

The chi-square (x2 ) test is a statistic to compare observed fre
quencies and expected frequencies in order to find the significance
of differences among the proportions of events

(responses) or sub

jects that fall into different categories.

Chi-square points to the

nature of relationships between variables.

Also,

the chi-square test

requires that the expected frequencies in each cell should not be too
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small.

Siegel (1956) recommended that for chi-square tests with dj!

larger than 1 (that is, when either k or r is larger than 2), fewer
than 20% of the cells should have an expected frequency of less than
5, and no cell should have an expected frequency of less than 1.
If these requirements are not met by the data in the form in
which they were originally collected, Siegel

(1956) recommended that

the adjacent categories must be combined so as to increase the ex
pected frequencies in the various cells.

Also,

the adjacent cate

gories which are combined must have some common property or mutual
identity if interpretation of the outcome of the test after combining
is to be possible.

In this study the chi-square test was applied to

sets of frequencies for the purpose of comparison between the per
ceptions of supervisors and the degree of performance samples on
variables of school setting, school level, school size, highest de 
gree of supervisors,

and age of supervisors.

The CROSSTABS program which is outlined in the Statistical
Package for the Social Sciences Manual (1975) was selected to perform
the chi-square test.

This program was particularly appropriate since

frequency distribution tables are also computed.
Nie (1975),

The model,

from

is as follows:

f1
e
with (r - 1)

(c - 1) degrees of freedom

where
f* = observed frequency in each cell
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e = expected frequency
c

= number of columns in the table

r

= number of rows in the table

the expected frequency is computed as

where
c^ = frequency in a respective column marginal
r^ = frequency in a respective row marginal
N

= total number of valid cases

The x 2 table of values indicates the degree of freedom (based on
the number of observations that are free to vary once restrictions
are placed on the data.)

The table will also determine the signifi

cance of the chi-square value at a predetermined level of confidence.
Level of c o n f i d e n c e :

a = .05 will be used throughout the study.

Summary

Chapter III focused on the design of this particular study,

to

evaluate the quality and effectiveness of the component skills of the
teacher education program at Western Michigan University.
background information on a setting for the problem,

To provide

the background

of the teacher graduates and employers was briefly discussed.
details of the survey design,

The

including the hypotheses to be tested

and the procedures and methodology for data collection and statisti
cal analysis, were delineated.
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Chapter IV will report an analysis of the findings;

a discussion

of the results will follow in Chapter V.
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CHAPTER IV

DATA ANALYSIS AND FINDINGS

The presentation of the results is organized into two main cate
gories:

first, a report of the survey response rates, and second,

the research findings as they relate to the 12 research questions and
their implied hypotheses.

Survey Response

During the first 4 weeks of the survey, 172 responses
64.3% of the 268 questionnaires posted) were received.

(i.e.,

Follow-up

letters and questionnaires posted on the 4th week elicited a further
48 responses

(i.e., 82.3% of the 268 questionnaires posted).

Fol

lowing the initial mailing, a very high return rate was noted during
the first 2 weeks; after the 2nd week,

the rate fell markedly.

A

somewhat similar pattern was obtained in response to the follow-up
package.
Table 1 gives a summary of return rates by weeks.

It should be

noted that the response rate of 82.3% includes 20 (7.5%) uncompleted
questionnaires which were returned due to legal implications.

Also,

an additional 16, or 6%, of the returns were unusable due to the fol
lowing reasons:

four of the teachers were hired on a short term

basis and therefore not enough data were available, nine were
returned incomplete with no reason stated,

three were returned in

complete because the subject teachers were not employed by the
49
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schools, and eight were received after the deadline date (see Table
2).

The total response rate was 228, or 85.1%.

Table 1
Summary of Questionnaire Return Rate

W eek

Number

%

Cumulative %

1st Week

53

19.8

19.8

2nd Week

68

25.4

45.2

3rd Week

35

13.1

58.3

4th Week

16

6.0

64.3

5th Week

39

14.6

78.9

6th Week

9

3.4

82.3

Total

220

82.3

Table 2
Percentage of Questionnaires Returned

Number of returned
questionnaires

Usable questionnaires
Unusable questionnaires
Total returned questionnaires
Unreturned questionnaires
Total questionnaires mailed

185
43a

Percentage

69.1
16.0

228

85.1

40

14.9

268

100.0

a Includes 20 questionnaires, or 7.5%, that were returned un
completed due to legal implications and 7 questionnaires, or 2.6%,
that were returned after the deadline date.
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The exceptionally high response rate according to Babbie's
(1973, p. 165) scale could possibly have been attributed to strong
interest by educators in the area of teacher appraisal and teacher
a c c o u n tability.

Demographic Characteristics
of the Sample Population

The following tables present demographic data on the teachers
in the sample.

These results relate to the first aspect of the

problem being investigated,

i.e., the general characteristics of the

graduates, such as, sex, degree, major field of study, and minor
field of study.
Table 3 shows how many of the teachers being evaluated were male
and how many were female.

A total of 56 subjects

while 119 (64.3%) were females.

(30.3%) were males,

The sex of 10 teachers evaluated was

not identified by the respective supervisors.

Table 3
Sex of Teachers

Category

Male
Female
Unidentified

Total

Frequency

Percentage

56

30.3

119

64.3

10

5.4

185

100.0
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Table 4 describes the type of degree attained by the teachers.
Out of a total of 185 subjects, 100 (54.1%) had Bachelor of Art de
grees.

An additional 49 persons

of Science degrees.

Lastly,

(26.5%) of the sample had Bachelor

36 subjects

(19.4%)

failed to identify

their degrees and were classified under unidentified data for that
variable.

Table 4
Degree Status of Teachers

Category

Bachelor of Arts

Frequency

Percentage

100

54.1

Bachelor of Science

49

26.5

Unidentified

36

19.4

185

100.0

Total

Table 5 covers the 15 major and minor fields of study of the
teachers who were evaluated.

The greatest concentration of teaching

majors was in elementary education, 44 (23.7%), while 31 (16.7%) were
in special education,

20 (10.8%) were in language, 16 (8.6%) were in

physical, recreation education, and 22 (11.9%) did not have a major
area r e c o r d e d .
The greatest concentration of teaching minors was in language,
17 (9.2%), while 15 (8.1%) were in elementary education, 15 (8.1%)
were other areas, and 93 (50.3%) did not have a minor area recorded.
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Table 5
Major and Minor Field of Study
for Sample Population

Major Area
Category

Elementary
Secondary
Library

Frequency

Minor Area

Percentage

Frequency

Percentage

44

23.7

15

8.1

4

2.2

3

1.6

2

1.1

1

0.5

Special Education

31

16.7

3

1.6

Physical, Recreation
Education

16

8.6

3

1.6

4

2.2

0

0.0

Distributive Education
Home Economics

7

3.8

3

1.6

Industrial Education

7

3.8

1

0.5

Business Education

1

0.5

2

1.1

Social Sciences

9

4.9

9

4.9

Communication and Arts

7

3.8

8

4.4

Physical Sciences

4

2.2

12

6.5

20

10.8

17

9.2

7

3.8

15

8.1

22

11.9

93

50.3

185

100.0

185

100.0

Language
Other
Missing
Total
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Table 6 summarizes the number of teachers teaching in their
major or minor certificated area.

One hundred fifty-five (83.8%)

were teaching in their major certificated area, while 14 (7.6%) were
teaching in their minor certificated area.
sons

(4.3%) were teaching in other areas.

An additional eight per
Lastly, eight persons

(4.3%) were not classified by their supervisors and were placed in
the category "unidentified."

Table 6
Number of Teachers Teaching in
Different Certificated Area

Category

Frequency

Percentage

Major Certificated Area

155

83.8

M inor Certificated Area

14

7.6

8

4.3

Other
Unidentified
Total

8

4.3

185

100.0

Table 7 reflects the position of the teachers evaluated.
hundred twenty-two persons
(10.8%) as substitutes,

One

(66%) were hired as regular teachers, 20

and one (0.5%)

as a class aide.

Thirty-five

(18.9%) were classified as other, and seven (3.8%) were classified as
un i d e n t i f i e d .
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Table 7
Position of Teachers in the
Sample Population

Category

Regular

Frequency

Percentage

122

66.0

Substitute

20

10.8

Class Aide

1

0.5

35

18.9

7

3.8

185

100.0

Other
Unidentified
Total

Demographic Data on Supervisors
and Building Characteristics

Both demographic data on supervisors and building characteristics
provided in this section are intended to

assist the reader in inter

preting

the major aspects of the problem

investigated in the study.

Because

the sample was not a random sample, it was also necessary to

provide

a description of the supervisors

lation.

The questions utilized to obtain this information are found

evaluating the sample popu

in the "Employer Questionnaire" section of the instrument

(Appendix

A).

Supervisors' Demographic Data

Table 8 indicates the title of the evaluating supervisors.
hundred thirty-one

One

(70.8%) were classified as principals, five (2.7%)
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as assistant principals,

two (1.1%) as department heads, 38 (20.5%)

as other, and nine (4.9%) were not recorded and were placed in the
category "unidentified."

Table 8
Title of Evaluating Supervisors

Category

Frequency

Assistant Principal
Principal
Department Head
Other
Unidentified
Total

Percentage

5

2.7

131

70.8

2

1.1

38

20.5

9

4.9

185

100.0

Table 9 presents the data that depicts how long the supervisors
have been in their current positions.

Forty-three

(23.2%) persons

had been supervisors for 11 years or more, 90 (48.6%) had been super
visors from 4 to 10 years, 42 (22.7%) had been in the position for
3 years or less.

Ten (5.5%) were not recorded.

The majority of the

supervisors had held their position from 4 to 10 years.

The median

length of service for these supervisors was 7.2 years.
Table 10 provides data pertaining to the age of the supervisors.
Since the age of the supervisors varied from 22 to 65 years,
were divided into four groups:

they

Group 1 was less than 35 years of age,

Group 2 consisted of those 36 to 45 years, Group 3 of 46 to 55 years,
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and Group 4 of 56 years or older.

Table 10 reveals the age breakdown

and number of persons in each category.

The median age for the

supervisors was 45.5 years old.

Table 9
Length of Time in Position of Supervisors

Category

Frequency

Percentage

3 years or less

43

23.2

4-10 years

90

48.6

11 or more years

42

22.7

Unidentified

10

5.5

185

100.0

Total

Table 10
Age of Supervisors

Category

Frequency

Percentage

Less than 35 years

30

16.2

36-45 years

57

30.8
38.4

46-55 years

71

56 years or more

15

8.1

Unidentified

12

6.5

185

100.0

Total
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Table 11 presents data showing the highest degree obtained by
the supervisors.

Twelve persons held Doctorates, 23 held Specialist

degrees, 130 held Masters' degrees,
eight were not identified.

12 held Bachelor degrees, and

The majority of the supervisors held

Masters' degrees.

Table 11
Highest Degree Obtained by Supervisors

Category

Frequency

Bachelor's Degree

Percentage

12

6.4

130

70.3

Specialist's Degree

23

12.5

Doctor's Degree

12

6.5

8

4.3

185

100.0

Master's Degree

Unidentified
Total

Building Information

Presented in this section are the educational environment sta
tistics on school setting, grade level, and building level.
Table 12 provides data as to school setting:
and urban.

rural school setting,
schools.

rural, suburban,

The table indicated that 85 schools were located in a
59 were in a suburban area, and 34 were urban

Seven respondents did not record the school setting.

Table 13 indicates the grade level of the building in which the
evaluators were working.

Seventy-six persons were at the elementary

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

level, 49 were at the secondary level,
25 were in the K-12

28 were in the middle schools,

(Kindergarten to 12th grad e ) , and seven were not

id entified.

Table 12
School Setting

Category

Frequency

Percentage

Rural

85

45.9

Suburban

59

31.9

Urban

34

18.4

Unidentified
Total

7

3.8

185

100.0

Table 13
Grade Levels Housed in School Building

Category

Frequency

Percentage

Elementary

76

41.1

Secondary

49

26.5

Middle School

28

15.1

K-12

25

13.5

Unidentified
Total

7

3.8

185

100.0
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Table 14 provides a breakdown of the number of pupils in the
building.

Twenty of the school buildings where evaluations took

place had less than 301 students,
had 701 to 1,000 students,

100 had 301 to 700 students,

20

41 had 1,001 or more students, and four

did not indicate the number of students.

Table 14
Number of Students in the Building
(School Size)

Category

Frequency

Less than 301

Percentage

20

10.8

100

54.1

701 to 1,000

20

10.8

1,001 or more

41

22.2

4

2.1

185

100.0

301 to 700

Unidentified
Total

Western Michigan University Teacher
Education G r a d u a t e s ' Performance

The data contained in Table 15 addresses itself to the second
aspect of the problem:

What are the employers' perceptions of

Western Michigan University Teacher Education graduates' job perform
ance?

Because of the small numbers of responses in the "unacceptable

performance requirements" and "no knowledge" cells by the respondents,
the researcher combined the "unacceptable performance" cell with the
"meets minimum requirements" cell to have a frequency of not less
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than five per cell.

The converted score for the "no knowledge" was

not included in the analysis.

This procedure was in keeping with the

methods suggested by Siegel (1956).
An analysis of Table 15 indicates all but five of the 20 listed
variables

(professional skills) revealed Western Michigan University

Teacher Education graduates were exceeding the teaching performance
requirements.

The five professional skills scored below the "exceeds

performance requirements" level were:
evaluation,

dent or class problems,
tions,

(a) demonstrates skills in

(b) initiates problem solving conferences to solve stu
(c) participates in professional organiza

(d) diagnoses pupils' needs accurately, and

(e) demonstrates

effective long-range planning.
It is interesting to note that although the majority of the
Western Michigan University Teacher Education graduates were rated
exceedingly high in their teaching performance,

there were some pro

fessional skills where the graduates needed improvement.
(a) initiative in problem solving conferences
class problems,
(c)

They were:

to solve student or

(b) skills in diagnosing pupils' needs accurately,

skills in demonstrating effective long-range planning,

(d) in

terest in taking personal responsibility for individual growth, and
(e) skills in understanding human growth.

In each of these profes

sional skill aspects, over 24% of the supervisors rated Western
Michigan University Teacher Education graduates as satisfactory.
Further analysis of Table 15 shows that over 31% of the Western
M ichigan University Teacher Education graduates were ranked by their
supervisors as far exceeding the performance requirements for the
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Judgments of Employers Regarding Various Aspects of Job Performance

Degree of Performance
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Variables

Meets Minimum
Performance
Requirements
or Less
(Satisfactory)
F

%

Communicates effectively with
students

34

18.9

Demonstrates skills in evaluation

36

20.5

Demonstrates enthusiasm for
teaching

19

10.6

Adapts materials to needs and
interests of students

32

Demonstrates effective daily
preparation

Exceeds
Performance
Requirements
(Good)

Far Exceeds
Performance
Requirements
(Excellent)

Median

%

F

%

93

51.7

53

29.4

3.102

108

61.3

32

18.2

2.981

79

43.9

82

45.5

3.399

17.9

90

50.3

57

31.8

3.139

26

15.0

95

54.9

52

30.1

3.137

Is conscientious about accurate
reports and meeting deadlines

35

19.8

75

42.4

67

37.8

3.213

Demonstrates skills in directed
supervised study

40

23.2

91

52.6

42

24.3

3.011

F

Degree of Performance
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Variables

Meets Minimum
Performance
Requirements
or Less
(Satisfactory)

Exceeds
Performance
Requirements
(Good)

Median

%

F

%

80

44.2

76

42.0

3.319

19.4

86

49.2

55

31.4

3.122

58

33.7

80

46.5

34

19.8

2.850

43

24.0

90

50.3

46

25.7

3.017

Initiates a variety of personal
development and activities

34

19.6

96

55.5

43

24.9

3.047

Participates in professional
organizations

48

31.0

78

50.3

29

18.7

2.878

Takes personal responsibility for
individual growth

41

24.4

84

50.0

43

25.6

3.012

F

%

Adheres to school policies and
procedures

25

13.8

Uses a variety of learning
experiences

34

Initiates problem solving conferences to solve student or
class problems
Shows understanding of human growth

F

Far Exceeds
Performance
Requirements
(Excellent)
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Table 15— Continued

Degree of Performance

Variables

Meets Minimum
Performance
Requirements
or Less
(Satisfactory)
F

%

Demonstrates knowledge of subject
matter

22

12.3

Demonstrates skills in applying
knowledge

27

Demonstrates initiative and
resourcefulness
Diagnoses pupils' needs accurately

Exceeds
Performance
Requirements
(Good)

Median

%

F

%

92

51.4

65

36.3

3.234

15.1

101

56.4

51

28.5

3.119

30

16.6

95

52.8

55

30.6

3.132

47

26.7

95

54.0

34

19.3

2.932

Coordinates planning and pre
paration of classroom and
materials

39

21.7

93

52.0

47

26.3

3.043

Demonstrates effective long-range
planning

43

25.1

92

53.8

36

21.1

2.962

Note.

F

Far Exceeds
Performance
Requirements
(Excellent)

F_ = Frequency.

ON
4^
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following professional skills:
teaching,

(a) demonstrates enthusiasm for

(b) in adhering to school policies and procedures,

(c) ex

ceedingly conscientious about accurate reports and meeting deadlines,
(d)

in demonstrating knowledge of subject matter, and (e) in adapting

materials to needs and interests of students.

Comparison with Other Institution Graduates

The third aspect of the problem being investigated in this study,
concerning the judgments of the employers about Western Michigan
University Teacher Education graduates compared with graduates of
other institutions, is addressed through the results reported in
Table 16.
Data on Table 16 reveal that approximately 70% or more of
Western Michigan University Teacher Education graduates ranked
equally with other institution graduates on all four of the teaching
aspects, i.e., overall competency, effectiveness, efficiency, and
general teaching attitude.
overall competency,

Thirteen percent were stronger in the

12.4% were stronger in general teaching attitude,

9.2% were stronger in teaching effectiveness, and 5.9% were stronger
in teaching efficiency.

On the other hand, 4.3% were consistently

ranked weaker in all four competency levels.
The table indicates that approximately 13% of the supervisors
did not respond to the question.

No additional study was conducted

to find out why this group of supervisors did not reply to the ques
tion.
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Table 16
Western Michigan University Teacher Education Graduates
Compared With Other Institutions

Category

Overall
Competency
F

Western M ichigan
University stronger
Mostly same
Western Michigan
University weaker
Unidentified

Total

Note.

%

Effectiveness
F

%

General
Attitude

Efficiency
F

%

F

%

24

13.0

17

9.2

11

5.9

23

12.4

130

70.3

136

73.5

142

76.8

130

70.3

8

4.3

8

4.3

8

4.3

8

4.3

23

12.4

24

13.0

24

13.0

24

13.0

185

100.0

185

100.0

185

100.0

185

100.0

_F = Frequency.
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Professional Skills Important to Employers

The fourth aspect of the problem in the study is:

What profes

sional skills were important to employers when hiring teacher educa
tion graduates?

Tables 43 through 46 (see Appendix D) provide the

reader with the complete listing of the professional skills that were
important to supervisors when hiring teachers.

These professional

skills were grouped by the researcher into the same four general
areas of professional skills as listed in Part 2 of the questionnaire
(see Appendix A ) .
Table 17 which summarizes the highest frequency responses of
supervisors from Tables 43 through 46 shows the following major
topics of concern:

(a) knowledge of subject matter, requiring grad

uates to have a thorough knowledge and understanding of his/her
teaching field;

(b) ability to communicate effectively, requiring

graduates to be able to communicate effectively in individual and
group contacts with students, parents, staffs, and the community and
to demonstrate good usage of oral and written language;
asm for teaching,

vitality in the performance of duties;
ing graduates

(c) enthusi

requiring graduates to demonstrate enthusiasm and
(d) love of children, requir

to demonstrate genuine interest, love, care, under

standing, and concern for students;

(e) reading skills, requiring

graduates to demonstrate skills in reading and comprehension;

(f)

classroom management and control, requiring graduates to manage the
classroom effectively and maintain an atmosphere that is conducive to
learning and to be able to demonstrate care and respect for materials
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Table 17
Professional Skills/Competencies That Were Important
to Supervisors When Hiring Teachers

S k ills/Competencies

Rank

Frequency

Knowledge of subject matter

1

65

Ability to communicate

2

57

Enthusiasm for teaching

3

41

Love of children

4

32

Reading skills

5

27

Classroom management and control

6

26

Ability to handle discipline

7

21

Ability to plan and organize

8

14

Good scholastic record
Skills in evaluation

and equipment;

9

14

10

12

(g) ability to handle discipline, requiring graduates

to maintain a balance of freedom and security in the classroom and to
demonstrate how to handle disciplinary problems with fairness, con
sistency,
rants;

friendliness,

firmness, and outside help when problem wa r 

(h) ability to plan and organize, requiring graduates to dem

onstrate the ability to plan and organize carefully and thoroughly
and to be able to establish a well-defined objective reflected
through teaching;

(i) good scholastic record, requiring graduates to

have good grades in his or her training courses, and (j) skills in
evaluation,

requiring graduates to be able to diagnose a pupil's
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strengths and weaknesses,
and materials,

to be able to evaluate instructional methods

and to have a knowledge of evaluating a pupil's needs

accur a t e l y .

Test of Hypotheses

The fifth aspect of the problem in the study was to evaluate how
supervisors perceived the professional skills of teachers as they re
late to school setting, school size, school level, age of supervisors,
and degree held by supervisors.
The hypotheses were tested using the chi-square technique avail
able with the Statistical Package from the Social Sciences Cross
tabulations and Codebook program.

The null form of the research

hypotheses was used for all the chi-square tests.

An advantage of

the program was that computer output may be used to provide complete
documentation of each comparison performed.

The result was a refer

ence complete with variable and value labels, absolute frequencies of
occurrences, and row, column, and percentage figures for each vari
able .
It is important to emphasize that the chi-square technique did
not indicate the direction of differences,
or did not exist between the variables

only that differences did

tested.

Hypotheses 1 through 5 were tested using responses to Questions
7 through 26 of Part 2 of the questionnaire.

Each response was con

verted to a score ranging from 1 for "unacceptable performance" to
5 for "no knowledge."

For purposes of analysis, Categories 1 and 2

were combined and Category 5, no knowledge, was dropped from the
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analysis.

This was necessary to meet the acceptable cell sizes for

the chi-square test.

Hypothesis 1

Hypothesis 1 stated:
There is no difference in the perceptions of supervisors
in each school setting in the way they evaluate the
teaching performance of Western Michigan University
Teacher Education graduates on specific professional
teaching skills.
Table 18 presents the results based on chi-square tests from
crosstabulations of professional skills and school setting.
setting refers to rural, suburban, and urban settings.
in the table,
the

School

As indicated

three of the 20 variables tested were significant at

.05 level or less.

Therefore,

there was evidence to indicate

that the su p e r v i s o r s ' evaluation of teachers varied with the school
setting.

Thus,

there was evidence that the hypothesis could not be

rejected in its entirety.
Tables 19, 20, and 21 were presented to show the frequency and
percentage values for the significant variables as shown in Table 18.
The tables were provided as supportive information for the chi-square
tests on the significant variables
the results for Hypothesis 1.

to assist in the interpretation of

An overall analysis of the three tables

revealed that differences existed between the supervisors' perceptions
of the teachers' performance and the school setting.

Further analysis

indicated that urban teachers were generally ranked higher in their
teaching performance than did the rural and suburban school teachers.
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Table 18
Chi-Square ( x 2 ) Results by School Setting
and Performance Skills

Item

Chi-Square
Value

Degree of
Freedom

Probability

Communicates effectively with
students

2.01

4

.73

Demonstrates skills in evaluation

3.46

4

.48

Demonstrates enthusiasm for
teaching

4.25

4

.37

Adapts materials to needs and
interests of students

2.37

4

.66

Demonstrates effective daily
preparation

8.16

4

.09

Is conscientious about accurate
reports and meeting deadlines

9.48

4

.05*

Demonstrates skills in directed
supervised study

2.50

4

.64

Adheres to school policies and
procedures

4.54

4

.34

Uses a variety of learning
experiences

2.53

4

.63

Initiates problem solving con
ferences to solve student or
class problems

11.72

4

.02*

Shows understanding of human
growth

0.99

4

.91

Initiates a variety of personal
development and activities

1.36

4

.85

Participates in professional
organizations

0.87

4

.93

Takes personal responsibility
for individual personal growth

1.62

4

.80
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Table 18— Continued

Chi-Square
Value

Degree of
Freedom

Probability

Demonstrates knowledge of subject
matter

2.84

4

.58

Demonstrates skills in applying
knowledge

1.53

4

.82

Item

Demonstrates initiative and
resourcefulness

10.24

4

.04*

Diagnoses p u p i l s 1 needs accurately

6.17

4

.19

Coordinates planning and prepara
tion of classroom and materials

6.06

4

.19

Demonstrates effective long-range
planning

5.26

4

.26

^Significant at

.05 level.

Table 19
Frequency (F) and Percentage Values for the Variable,
Initiates Problem Solving Conferences to
Solve Student or Class Problems
(School Setting)

Category

Rural

Suburban
%

F

Meets minimum performance
requirements or less

29

35.8

21

38.2

7

22.6

Exceeds performance require
ments

34

42.0

23

41.8

23

74.2

Far exceeds performance
requirements

18

22.2

11

20.0

1

3.2

Total

81

55

%

Urban

F

F

%

31
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Frequency (F) and Percentage Values for the Variable,
Demonstrates Initiative and Resourcefulness
(School Setting)

Category

Rural
F

%

Suburban
F

%

Urban
F

%

Meets minimum performance
requirements or less

17

20.2

7

12.2

5

15.2

Exceeds performance require
ments

35

41.7

38

66.7

21

63.6

Far exceeds performance
requirements

32

38.1

12

21.1

7

21.2

Total

84

57

33

Table 21
Frequency (F) and Percentage Values for the Variable,
Is Conscientious About Accurate Reports
and Meeting Deadlines
(School Setting)

Category

Rural

Suburban

Urban

F

%

F

%

Meets minimum performance
requirements or less

18

22.5

16

29.1

5

15.6

Exceeds performance require
ments

41

51.2

28

50.9

19

59.4

Far exceeds performance
requirements

21

26.3

11

20.0

8

25.0

Total

80

55

F

%

32
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Hypothesis 2

Hypothesis 2 stated:
There is no difference in the perceptions of supervisors
in each school level in the way they evaluate the teaching
performance of Western Michigan University Teacher Educa
tion graduates on specific professional teaching skills.
The purpose of this hypothesis was to test whether Western M i c h 
igan University Teacher Education graduates' performance was rated
higher or lower by the school level grouping.
groupings were elementary,

The school level

secondary, middle, and K-12 (Kindergarten

through 12th g r a d e ) .
The results of the chi-square tests of professional skills and
school level is presented in Table 22.

Six of the 20 variables were

found to be significant at the .05 level or less.

There was a differ

ence in the perceptions of supervisors in the way they evaluated
Western Michigan University Teacher Education graduates'
performance on the following variables:
with students,

(b) demonstrates enthusiasm for teaching,

materials to needs and interests of students,
tive daily preparation,

teaching

(a) communicates effectively
(c) adapts

(d) demonstrates effec

(e) initiates problem solving conferences to

solve student or class problems, and (f) participates in professional
o r g a n i zations.
Additional tables, Tables 23 through 28, were presented to show
the frequency and percentage values for the significant variables as
shown in Table 22.

The tables were designed to provide supporting

information for the chi-square tests and to help the reader to inter
pret the results of the significant differences found for the
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Table 22
Chi-Square ( x 2 ) Results by School Level
and Performance Skills

Chi-Square
Value

Communicates effectively with
students

Degree of
Freedom

Probability

12.52

6

.05*

5.80

6

.45

Demonstrates enthusiasm for
teaching

15.83

6

.02*

Adapts materials to needs and
interests of students

13.07

6

.04*

Demonstrates effective daily
preparation

15.31

6

.02*

Is conscientious about accurate
reports and meeting deadlines

10.30

6

.11

9.30

6

.15

10.46

6

.11

9.80

6

.13

Demonstrates skills in evaluation

Demonstrates skills in directed
supervised study
Adheres to school policies and
procedures
Uses a variety of learning
experiences
Initiates problem solving con
ferences to solve student or
class problems

13.90

6

.03*

Shows understanding of human
growth

9.90

6

.13

Initiates a variety of personal
development and activities

6.23

6

.40

13.07

6

.04*

9.76

6

.13

Participates in professional
organizations
Takes personal responsibility
for individual personal growth
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Table 22— Continued

Chi-Square
Value

Degree of
Freedom

Probability

Demonstrates knowledge of subject
matter

1.33

6

.96

Demonstrates skills in applying
knowledge

4.93

6

.55

Item

Demonstrates initiative and
resourcefulness

10.92

6

.09

Diagnoses p u p i l s ' needs accurately

10.67

6

1.00

Coordinates planning and prepara
tion of classroom and materials

11.30

6

.08

9.01

6

.17

Demonstrates effective long-range
planning

5 Significant at

.05 level.

hypothesis.
Table 23 presents the frequency and percentage values for the
variable,

communicates effectively with students.

The table shows

that there was a difference in how supervisors evaluated the teach
ers.

The data also shows that elementary teachers had a better per

formance rating compared to the other three school level groups, i.e.
secondary, middle school, and K-12

(Kindergarten through 12 grade).

Table 24 presents the frequency and percentage values for the
variable, demonstrates enthusiasm for teaching.

The table shows that

a difference existed in how supervisors evaluated the teachers.

The

data also shows that elementary and middle school teachers were far
exceeding the teaching performance requirements.
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Frequency (F) and Percentage Values for the Variable,
Communicates Effectively With Students
(School Level)

Category

Elementary

Secondary

Middle

F

%

F

%

F

Meets minimum perform
ance requirements
or less

11

14.5

10

20.4

5

18.5

7

31.8

Exceeds performance
requirements

29

59.2

16

59.3

12

54.5

10

20.4

6

22.2

3

13.6

33

43.4

Far exceeds perform
ance requirements

32

42.1

Total

76

49

%

26

K -12
F

%

22

Table 24
Frequency (F) and Percentage Values for the Variable
Demonstrates Enthusiasm for Teaching
(School Level)

Category

F

Meets minimum perform
ance requirements
or less

Secondary

Middle

%

F

%

F

Elementary

%

K--12
F

%

6

7.9

9

18.4

1

3.7

2

9.1

Exceeds performance
requirements

30

39.5

22

44.9

10

37.0

16

72.7

Far exceeds perform
ance requirements

42

52.6

18

36.7

16

59.3

4

18.2

Total

76

49

27

22
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Analysis of Tables 25 and 26 indicated the difference that
existed between the K-12 teachers and the other three groups.

The

overall analysis disclosed that secondary teachers were ranked lowest
in their teaching performance among the four groups.
Table 27 presents the frequency and percentage values for the
variable, adapts materials to needs and interests of students.

The

analysis indicated that middle school teachers were ranked highest in
their teaching performance among the four groups, while the secondary
teachers were ranked lowest in their teaching performance among the
four groups.
Table 28 showed the significant difference between the K-12
teachers and the other three groups.

For example, in the category,

exceeds performance requirements, K-12 teachers had 75.0% rating com
pared to 37.5%, 58.1%, and 50.0% for the elementary, secondary, and
middle school, respectively.

The analysis disclosed that middle

school teachers were ranked lowest in their teaching performance
among the four groups.
Evidence of significance on the six variables shown in Tables
23 through 28 led to a conclusion that Hypothesis 2 could not be
accepted in its entirety.

Fourteen of the 20 variables were accepted

and six were rejected.
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Table 25
Frequency (F) and Percentage Values for the Variable,
Adapts Materials to Needs and Interests of Students
(School Level)

Category

Elementary

Secondary

Middle

F

%

F

%

F

Meets minimum perform
ance requirements
or less

11

14.7

13

27.1

5

18.5

3

13.0

Exceeds performance
requirements

25

52.1

12

44.4

17

73.9

10

20.8

10

37.0

3

13.0

33

44.0

Far exceeds perform
ance requirements

31

41.3

Total

75

48

%

27

K -12
F

%

23

Table 26
Frequency (F) and Percentage Values for the Variable
Demonstrates Effective Daily Preparation
(School Level)

Secondary

Middle

F

%

F

%

F

Meets minimum perform
ance requirements
or less

10

13.7

11

23.4

Exceeds performance
requirements

36

49.3

27

Far exceeds perform
ance requirements

27

37.0

9

Total

73

Category

Elementary

47

K--12

%

F

%

4

15.4

0

0.0

57.4

12

46.1

18

85.7

19.2

10

38.5

3

14.3

26

21
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Table 27
Frequency (F_) and Percentage Values for the Variable,
Initiates Problem Solving Conferences to
Solve Student or Class Problems
(School Level)

Category

Elementary

Secondary

Middle

K -12

%

F

%

Meets minimum perform
ance requirements
or less

22

31.0

20

42.6

7

28.0

9

39.1

Exceeds performance
requirements

28

39.4

22

46.8

17

68.0

10

43.5

Far exceeds p e rform
ance requirements

21

29.6

5

10.6

1

4.0

4

17.4

Total

71

47

F

F

F

%

25

%

23

Table 28
Frequency (F) and Percentage Values for the Variable
Participates in Professional Organizations
(School Level)

Secondary

Middle

F

%

F

%

F

%

Meets minimum p e rform
ance requirements
or less

23

35.9

12

27.9

9

40.9

2

10.0

Exceeds performance
requirements

25

58.1

11

50.0

15

75.0

6

14.0

2

9.1

3

15.0

Category

Elementary

24

37.5

Far exceeds perform
ance requirements

17

26.6

Total

64

43

22

K--12
F

%

20
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Hypothesis 3

Hypothesis 3 stated:
There is no difference in the perceptions of supervisors
in each school size in the way they evaluate the teaching
performance of Western Michigan University Teacher Educa
tion graduates on specific professional teaching skills.
The purpose of this hypothesis was to find out how well Western
Michigan University Teacher Education graduates were perceived to
function in smaller schools

(1-300 students), medium sized schools

(301-700 students), large schools

(701-1,000 students), and larger

schools (1,001 or more students).
Table 29 presents

the results based on chi-square tests from

crosstabulations of professional skills and school size.
cated in the table,

As indi

the significant variable at the .05 level or less

was in the category, demonstrating effective daily preparation.
Since one of the 20 variables was significant,

the null hypothesis

cannot be accepted in its entirety.
Table 30 shows the frequency and percentage values for the sig
nificant variable.

An overall analysis revealed that the teachers

were generally ranked higher by the evaluating supervisors in schools
with 701 students or larger than with the teachers in the medium
sized and smaller schools.
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Chi-Square (x2 ) Results by School Size
and Performance Skills

Chi-Square
Value

Degree of
Freedom

Communicates effectively with
students

3.60

6

.72

Demonstrates skills in evaluation

3.01

6

.80

Demonstrates enthusiasm for
teaching

4.05

6

.66

Adapts materials to needs and
interests of students

Item

Probability

8.33

6

.21

Demonstrates effective daily
preparation

19.73

6

.01*

Is conscientious about accurate
reports and meeting deadlines

11.47

6

.07

Demonstrates skills in directed
supervised study

6.76

6

.34

Adheres to school policies and
procedures

3.51

6

.74

Uses a variety of learning
experiences

4.38

6

.62

Initiates problem solving con
ferences to solve student or
class problems

1.00

6

.99

Shows understanding of human
growth

8.62

6

.19

Initiates a variety of personal
development and activities

1.84

6

.93

10.05

6

.12

8.85

6

.18

Participates in professional
organizations
Takes personal responsibility for
individual personal growth
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Table 29— Continued

Chi-Square
Value

Degree of
Freedom

Probability

Demonstrates knowledge of subject
matter

2.47

6

.87

Demonstrates skills in applying
knowledge

2.04

6

.91

Demonstrates initiative and
resourcefulness

2.33

6

.88

Diagnoses p u p i l s ' needs accurately

1.36

6

.96

Coordinates planning and prepara
tion of classroom and materials

4.88

6

.55

Demonstrates effective long-range
planning

3.07

6

.80

Item

’'Significant at

.05 level.

Table 30
Frequency (]?) and Percentage Values for the Variable,
Demonstrates Effective Daily Preparation
(School Size)

Category

Less than
301
F

301--700

%

F

%

701-1,000

1,001 or
more

F

F

%

%

Meets minimum perform
ance requirements
or less

6

33.3

18

18.6

1

5.6

1

2.8

Exceeds performance
requirements

8

44.4

44

45.4

12

66.7

29

80.6

Far exceeds perform
ance requirements

4

22.2

35

36.1

5

27.8

6

.16.7

Total

18

97

18

36

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

84
Hypothesis 4

Hypothesis 4 stated:
There is no difference between the academic degree of
attainment of supervisors and their perceptions in eval
uating the teaching performance of Western Michigan
University Teacher Education graduates on specific pro
fessional teaching skills.
Table 31 presents the results based on chi-square tests from
crosstabulations of professional skills and the degree held by super
visors.

As indicated in the table, none of the 20 listed profes

sional skills were significant at the .05 level or less.

Therefore,

there was no evidence to indicate that the supervisor’s evaluations
of teachers varied with the degree attained.

Thus, there was no evi

dence that the hypothesis could be rejected.

Table 31
Chi-Square (x2) Results by Highest Degree
of Supervisors and Performance Skills

Item

Chi-Square
Value

Degree of
Freedom

Probability

Communicates effectively with
students

3.46

2

.17

Demonstrates skills in evaluation

2.27

2

.32

Demonstrates enthusiasm for
teaching

4.06

2

.13

Adapts materials to needs and
interests of students

3.42

2

.18

Demonstrates effective daily
preparation

0.88

2

.64

Is conscientious about accurate
reports and meeting deadlines

1.92

2

.38
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Table 31— Continued

Chi-Square
Value

Degree of
Freedom

Probability

Demonstrates skills in directed
supervised study

2.19

2

.33

Adheres to school policies and
procedures

0.17

2

.91

Uses a variety of learning
experiences

1.51

2

.46

Initiates problem solving con
ferences to solve student or
class problems

1.81

2

.40

Shows understanding of human
growth

2.03

2

.36

Initiates a variety of personal
development and activities

4.47

2

.10

Participates in professional
organizations

1.44

2

.48

Takes personal responsibility for
individual personal growth

0.95

2

.61

Demonstrates knowledge of subject
matter

0.94

2

.62

Demonstrates skills in applying
knowledge

.11

Item

4.29

2

Demonstrates initiative and
resourcefulness

4.39

2

.11

Diagnoses p u p i l s ' needs accurately

1.38

2

.50

Coordinates planning and prepara
tion of classroom and materials

1.46

2

.48

Demonstrates effective long-range
planning

3.94

2

.13
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Hypothesis 5

Hypothesis 5 stated:
There is no difference between the age of supervisors and
their perceptions in evaluating the teaching performance
of Western Michigan University Teacher Education graduates
on specific professional teaching skills.
The purpose of this hypothesis was to find out whether age is a
contributing factor in perceiving the teachers' overall job perform
ance.

Age was grouped using a median split for grouping purposes.
Table 32 presents the chi-square test results from crosstabula

tions of professional skills and age of supervisors.

As indicated in

the table, none of the 20 variables tested were found significant at
.05 level or less.

Therefore,

there was no evidence to indicate that

the supervisors' evaluations of teachers varied with the age.

Thus,

there was no evidence that the hypothesis could be rejected.

Table 32
Chi-Square (x2) Results by Age of Supervisors
and Performance Skills

Item

Chi-Square
Value

Degree of
Freedom

Probability

Communicates effectively with
students

2.10

2

.34

Demonstrates skills in evaluation

5.19

2

.08

Demonstrates enthusiasm for
teaching

0.23

2

.89

Adapts materials to needs and
interests of students

0.75

2

.68

Demonstrates effective daily
preparation

1.94

2

.38
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Table 32— Continued

Chi-Square
Value

Degree of
Freedom

Probability

Is conscientious about accurate
reports and meeting deadlines

0.17

2

.92

Demonstrates skills in directed
supervised study

2.18

2

.34

Adheres to school policies and
procedures

1.34

2

.51

Uses a variety of learning
experiences

0.23

2

.89

Initiates problem solving con
ferences to solve student or
class problems

0.49

2

.78

Shows understanding of human
growth

1.61

2

.45

Initiates a variety of personal
development and activities

1.62

2

.44

Participates in professional
organizations

2.23

2

.33

Takes personal responsibility for
individual personal growth

0.34

2

.84

Demonstrates knowledge of subject
matter

2.70

2

.26

Demonstrates skills in applying
knowledge

Item

1.48

2

.48

Demonstrates initiative and
resourcefulness

1.52

2

.47

Diagnoses p u p i l s ' needs accurately

1.31

2

.52

Coordinates planning and prepara
tion of classroom and materials

1.35

2

.51

Demonstrates effective long-range
planning

1.11

2

.57
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Teaching Competency Compared to Other Institutions

The five hypotheses

(Hypotheses 6 through 10) were developed to

compare the teaching competency of the Western Michigan University
Teacher Education graduates with other institutions by school setting,
school size, school level, age of supervisors, and degree held by
supervisors on selected variables.
These hypotheses were all tested using the chi-square test on
responses to Question 27 of Part 2 of the questionnaire.

Hypothesis 6

Hypothesis 6 stated:
There is no difference in the perceptions of supervisors
when they evaluate the teaching competency of Western
Michigan University Teacher Education graduates as com
pared with their perceptions of evaluating graduates of
other institutions by school setting.
The purpose of this hypothesis was to find out how Western Mich
igan University Teacher Education graduates function in different
school settings as compared with graduates of other institutions on
the four teaching aspects,

i.e.,

efficiency, and general attitude.

overall competency, effectiveness,
School setting refers to rural,

suburban, and urban settings.
Table 33 provides the results based on chi-square tests from
crosstabulations of teaching competency and school setting.
cated in the table,
less than

.05 level.

eral attitude.

As indi

two of the four variables were significant at the
These variables were:

Therefore,

effectiveness and gen

the null hypothesis cannot be rejected in

its entirety.
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Table 33
Chi-Square ( x 2 ) Results by School Setting and
Western Michigan University Teacher Education
Graduates Compared With Graduates
of Other Institutions

Chi-Square
Value

Item

Degree of
Freedom

Probability

Overall competency

5.54

4

.23

Effectiveness

9.77

4

.043*

Efficiency
General attitude

'Significant at

5.30

4

.26

10.13

4

.03*

.05 level.

Additional tables, Tables 34 and 35, were presented to show the
frequency and percentage values for the significant variables shown
in Table 33.

These tables were provided as supporting information

for the significant variables on the chi-square test.
Table 34 revealed the following information:

Approximately 84%

of the Western Michigan University Teacher Education graduates tended
to be equal in their teaching effectiveness compared with graduates
from other institutions in the rural setting, suburban, and urban
settings.

Approximately 13% tended to be stronger, while only about

2.9% were weaker in both rural and suburban school settings.

By com

paring the percentage values with the urban school setting, none of
the teachers tended to be stronger, while 14.8% were weak compared
with graduates from other institutions.

Results of this observation

indicated that Western Michigan University Teacher Education graduates
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were evaluated as less effective in the urban school setting than
their counterparts in the rural and suburban school settings.

Table 34
Frequency (¥) and Percentage Values for
Effectiveness by School Setting

Category

Rural
F

%

Suburban
F

%

Urban
F

%

Western Michigan University
stronger

10

12.8

7

13.7

0

0.0

Mostly same

65

83.3

43

84.3

23

85.2

3

3.9

1

2.0

4

14.8

Western Michigan University
weaker
Total

78

51

27

Analysis of the data shown in Table 35 indicates that items
"Western Michigan University stronger" and "Mostly same" have the
greatest differences in percentage distributions.

For example, in

the urban school setting none of the Western Michigan University
Teacher Education graduates were stronger in their teaching attitudes
than their counterparts in the rural and suburban school settings.
In item "Mostly same," 70.0% and above teachers evaluated were ranked
equally with graduates

from other institutions.

the item, mostly same,

teachers in the urban school setting were

Interestingly,

in

ranked higher by 11.7% and 26.3% than those in the rural and suburban
school settings, respectively.

Based on this analysis,

the urban

school setting appeared to be a contributor to differences in the
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overall teaching attitudes of the Western Michigan University
Teacher Education graduates.

Table 35
Frequency (F) and Percentage Values for
General Attitude by School Setting

Category

Rural
F

Western Michigan University
stronger
Mostly same
Western Michigan University
weaker
Total

%

Suburban
F

%

Urban
F

%

8

10.3

12

24.0

0

0.0

66

84.6

35

70.0

26

96.3

4

5.1

3

6.0

1

3.7

78

50

27

Hypothesis 7

Hypothesis 7 stated:
There is no difference in the perceptions of supervisors
when they evaluate the teaching competency of Western
Michigan University Teacher Education graduates as com
pared with their perceptions of evaluating graduates of
other institutions by school size.
The purpose of this hypothesis was to compare Western Michigan
University Teacher Education graduates' overall competency, effec
tiveness, efficiency, and general attitudes with graduates from other
institutions in the various school sizes.
following:

School size refers to the

schools with less than 301 students

to 700 students

(smaller) , with 301

(medium sized), with 701 to 1,000 students

(large),
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and with 1,001 or more students

(larger).

Table 36 provides the results based on chi-square tests from
crosstabulations of competencies and school size.

Responses for

testing the hypothesis proved to be significant at

.05 level on the

overall competency.
Therefore,

The other three variables were not significant.

the null hypothesis cannot be rejected except for the one

instance, overall competency.

Table 36
Chi-Square (x2 ) Results by School Size and Competency
of Western Michigan University Teacher Education
Graduates Compared With Graduates
of Other Institutions

Chi-Square
Value

Item

Degree of
Freedom

Probability

12.62

6

.05*

Effectiveness

4.03

6

.67

Efficiency

6.97

6

.32

General attitude

3.72

6

.71

Overall competency

'^Significant at the

.05 level.

An analysis of Table 37 indicates that Western Michigan Univer
sity Teacher Education graduates tended to be weaker in smaller and
medium sized schools compared to other graduates.

On the other hand,

teachers tended to be stronger or more competent in schools of 701
students or larger.
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Table 37
Frequency (F) and Percentage Values for
Overall Competency by School Size

Category

Western Michigan
University stronger
Mostly same
Western Michigan
University weaker
Total

Less than
301

301-700

701-1,000

1,001 or
more

F

F

F

F

%

%

%

%

1

5.0

10

11.1

6

33.3

6

18.8

16

80.0

76

84.4

12

66.7

25

78.1

3

15.0

4

4.5

0

0.0

1

3.1

20

90

18

32

Hypothesis 8

Hypothesis 8 stated:
There is no difference in the perceptions of supervisors
when they evaluate the teaching competency of Western
Michigan University Teacher Education graduates as com
pared with their perceptions of evaluating graduates of
other institutions by school level.
The purpose of this hypothesis was to find out how Western M ich
igan University Teacher Education g r a d u a t e s ' teaching competency com
pared with graduates from other institutions by school level.

School

level refers to elementary, secondary, middle, and K-12 (Kindergarten
through 12th g r a d e ) .
Table 38 presents

the results based on chi-square tests from

crosstabulations of Western Michigan University Teacher Education
graduates'

teaching competency by school level.

Results of the table
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show that none of the four categories were significant at the
level.

Therefore,

.05

the null hypothesis is accepted.

Table 38
Chi-Square (x2 ) Results by School Level and Competency
of Western Michigan University Teacher Education
Graduates Compared With Graduates
of Other Institutions

Item

Overall competency

Chi-Square
Value

Degree of
Freedom

Probability

6.65

6

.36

Effectiveness

6.95

6

.32

Efficiency

3.25

6

.77

11.17

6

.08

G eneral attitude

Hypothesis 9

Hypothesis 9 stated:
There is no difference between the age of supervisors and
their perceptions in evaluating the teaching competency
of Western Michigan University Teacher Education graduates
as compared with their perceptions of evaluating graduates
of other institutions.
The purpose of this hypothesis was to compare the teaching com
petency of Western Michigan University Teacher Education graduates
with graduates from other institutions as evaluated by supervisors of
different age levels.
Table 39 presents the results based on chi-square tests from
crosstabulations of W e stern Michigan University Teacher Education
graduates'

teaching competency by age of supervisors.

Results of
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the table revealed that none of the four categories were significant
at the .05 level.

Therefore,

the null hypothesis is accepted.

Table 39
Chi-Square ( x 2 ) Results by Age of Supervisors and
Competency of Western Michigan University
Teacher Education Graduates Compared With
Graduates of Other Institutions

Item

Chi-Square
Value

Degree of
Freedom

0.48

2

.79
.66

Overall competency

Probability

Effectiveness

0.83

2

Efficiency

1.30

2

.52

General attitude

0.10

2

.95

Hypothesis 10

Hypothesis 10 stated:
There is no difference between the academic degree of
attainment of supervisors and their perceptions in eval
uating the teaching competency of Western Michigan Uni
versity Teacher Education graduates as compared with
their perceptions of evaluating graduates of other
i nst i t u t i o n s .
The purpose of this hypothesis was to compare the level of
teaching competency of Western Michigan University Teacher Education
graduates with graduates from other institutions based on the aca
demic degree of attainment of their supervisors.
refers to the following groups:

Academic degree

Group 1, Bachelor and Master's;

and Group 2, Specialist and Doctorate.
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Table 40 provides the chi-square test results from crosstabula
tions of Western Michigan University Teacher Education graduates'
teaching competency by highest degree attained by their supervisors.
Results of this table revealed that two of the four teaching com
petencies were significant at .05 level.
and efficiency.

They were:

effectiveness

Since two of the four variables were significant,

the null hypothesis cannot be rejected in its entirety.

Table 40
Chi-Square (x2) Results by Highest Degree of Supervisors
and Competency of Western Michigan University
Teacher Education Graduates Compared With
Graduates of Other Institutions

Chi-Square
Value

Degree of
Freedom

Probability

5.54

2

.06

Effectiveness

17.12

2

.01**

Efficiency

10.17

2

.01**

4.88

2

.08

Item

Overall competency

General attitude

**Significant at the

.01 level.

Additional tables, Table 41 and Table 42, were presented to show
the frequency and percentage values for the significant variables as
shown in Table 41.

These tables were provided as supportive informa

tion for the chi-square tests on variables that were significant.

An

overall analysis of the two tables revealed that the teachers were
rated moderately lower by the supervisors with a Specialist or
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Doctorate degree.

Table 41
Frequency (F) and Percentage Values for Effectiveness
by Highest Degree Attained by Supervisors

Category

Western Michigan University
stronger
Mostly same

Bachelor/
Master 's

Specialist/
Doctorate

F

F

%

15

11.9

2

6.7

109

86.5

22

73.3

2

1.6

6

20.0

Western Michigan University
weaker
Total

%

126

30

Table 42
Frequency (J?) and Percentage Values for Efficiency by
Highest Degree Attained by Supervisors

Category

Western Michigan University
stronger
Mostly same
Western Michigan University
weaker
Total

Bachelor/
Master's

Specialist/
Doctorate

F

F

%

%

9

7.1

2

6.7

114

90.5

23

76.7

3

2.4

5

16.6

126

30
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Open-Ended Comments

Three open-ended items were included in the design of the survey
questionnaire.

These items provided the opportunity for respondents

to give relevant input into education by exercising their opinions
and making suggestions to improve the quality of training not only at
Western Michigan University but also at other teacher training insti
tutions.

Tables 43 through 46 (Appendix D) provide a listing of the

necessary skills or competencies that supervisors were interested in
when hiring future teachers.

These tables were summarized in Table

17.
Approximately 56 skills or competencies were recommended by the
supervisors in response to the question,

"What recommendations would

you make to us for improving the skills of future teachers?"
47

Table

(Appendix E) provides the most important skills or competencies

with their corresponding order.
Appendix F provides additional comments from respondents if they
felt anything had been omitted.
these responses beyond

There was no attempt to analyze

the necessary and obvious interpretation for

organizational purposes.

These comments, as they were written and

without further editing, were placed in Appendix F.
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CHAPTER V

DISCUSSION, CONCLUSIONS, IMPLICATIONS,
AND RECOMMENDATIONS

Summary

Purpose

The purposes of the study were

(a) to elicit the perceptions of

employers regarding the quality and effectiveness of the professional
skills component of the teacher education program at Western Michigan
University based upon teacher performance on the job and (b) to make
recommendations for strengthening or improving the professional skills
component of the teacher education program at Western Michigan Uni
versity based upon perceptions of employers regarding teacher per
formance on the job.

Methodology

A two-part questionnaire was constructed based on a review of
pertinent literature and with the aid of a group of experts in the
field of teacher education.
Part 1 of the questionnaire consisted of 10 items designed to
obtain the background information of the respondents and the building
and district information.
Part 2 of the questionnaire was divided into three sections;

the

first section described the general characteristics of the teachers.

99
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The second section consisted of a list of 20 items representing ele
ments for evaluating the professional skills of teachers.

A Likert-

type scale was provided for the respondents to rate each item as:
"unacceptable performance," "meets minimum performance requirements,"
"exceeds performance requirements," "far exceeds performance require
ments," and "no knowledge."
The third section dealt with general questions.

Item 27 asked

respondents to compare Western Michigan University Teacher Education
graduates with graduates of other institutions in regards to the fol
lowing concepts:
general attitude.

overall competency,

effectiveness,

efficiency, and

Item 28 elicited the s u p e r visors’ frank opinion of

the tenure status of their teachers;

Item 29 sought to obtain from

supervisors a list of skills that they considered essential in hiring
future teachers.

Item 30 elicited the employers'

improve skills of future teachers.

recommendations to

Item 31 asked supervisors for

open-ended c o m m e n t s .
Questionnaires were sent to employers of the 268 Western Michi
gan University Teacher Education graduates that were hired as teach
ers.

Postage paid return envelopes were provided for returning the

instruments.

A cover letter was included with the questionnaire

briefly explaining the purposes and importance of the study.

The

response rate was 85.1% of the 268 questionnaires posted.
Analysis of the data was performed by using the computer facil
ity at Western Michigan University Computer Center.

The programs

CROSSTABS and CODEBOOK from the Statistical Package for Social
Sciences

(SPSS) were selected to analyze,

tabulate, and present the
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data.
All 10 hypotheses and major aspects of the problem in this study
were tested using the chi-square statistic.
at the conventional

All tests were conducted

.05 level of significance.

Because of the small numbers of responses for the categories,
"unacceptable performance requirements" and "no knowledge," the
researcher combined the "unacceptable performance requirements" cell
with the "meets minimum performance requirements" cell to have an
expected frequency of not less than five.

The converted score for

the "no knowledge" was not included in the analysis.

This procedure

was in keeping with the methods suggested by Siegel (1956).

Findings and Discussion

Chapter IV presented the response rates and the research find
ings.

Included in the response rates were the demographic character

istics of the sample population,

the evaluating supervisors, and the

building information.
As discussed in Chapter I, several major aspects of the problem
in this study were developed.

A review of the problem and a discus

sion of results follow.
The first major aspect of the problem dealt with demographic
data of the graduates.

This was necessary to provide the description

of the teachers in the sample population.
The second major aspect of the problem dealt with Western Michi
gan University Teacher Education graduates' teaching performance.
Results indicated that the teacher education graduates from Western
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Michigan University demonstrated significant strengths or have ex
ceeded the teaching performance requirements in all but five of the
20 assigned professional skills.

The five professional skills which

scored below the "exceeds performance requirements" level were:
(a) initiates problem solving conferences to solve student or class
problems,

(b) demonstrates skills in evaluation,

professional organizations,
and

(c) participates in

(d) diagnoses pupils' needs accurately,

(e) demonstrates effective long-range planning.

It is interesting

to note that, although a majority of the Western Michigan University
Teacher Education graduates were rated exceedingly high in their
teaching performance,

there were some professional skills in which the

graduates needed improvement.
The third major aspect dealt with the teaching competency of
Western Michigan University Teacher Education graduates compared with
graduates of other institutions on the four levels of teaching compe
tency,

i.e., overall competency, effectiveness,

eral attitude.
ern

Michigan

efficiency, and gen

Results indicated that approximately 70% of the West
University Teacher Education graduates were rated

equally with graduates from other institutions in their teaching per
formance.

Additional findings on these four concepts showed that

Western Michigan University Teacher Education graduates were rated as
strong or stronger than graduates from other institutions 13.0% of
the time on overall competency,

12.4% of the time on general attitude,

9.2% of the time on effectiveness, and 5.9% of the time on efficiency.
The fourth major aspect dealt with the most important profes
sional skills to supervisors when hiring teachers.

These were human
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relations, technical, and conceptual skills.

Table 17 summarizes

the 10 most important professional skills recommended by the super
visors when hiring teachers.
It is interesting to note that the first four competencies:
(a)

knowledge of subject matter,

(b) ability to communicate,

(c) en

thusiasm for teaching, and (d) love of children, were among the eight
m ost important competencies for teachers as recommended by the Michi
gan School Administrators'

Concept of Teacher Competency

(1963).

The competency, knowledge of subject matter, was also considered
by the Michigan School Administrators' Concept of Teacher Competency
as the first important competency a teacher education graduate must
have.

This is opposed to the findings of the literature in Chapter

II, the Alumni Follow-Up section.
and Sanders

(1972)

Frankel

(1974), Hopkins

(1970),

reported that graduates expressed the greatest

need for more teaching

(field) experiences in a teacher preparation

program.
The fifth major aspect dealt with the basic research questions
and testing of the 10 hypotheses.

To answer these questions,

research hypotheses were developed and tested.

10

The purposes of these

hypotheses were to find out if Western Michigan University Teacher
Education graduates were evaluated in the same manner in all school
types of environment

(setting,

level, and size), if these teachers

could harmoniously work with the different age group levels of super
visors, and if they were evaluated in the same manner by supervisors
with different levels of degree attained.

The results are summarized

for each hypothesis as follows:
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Hypothesis 1

This hypothesis tested the effect of the school settings

(rural,

suburban, and urban) upon the perceived teaching performance of West
ern Michigan University Teacher Education graduates on the 20 listed
professional skills.

Findings indicated that the teachers were eval

uated the same in all school types of environment on 17 of the 20
listed professional skills.

Evidence of differences existed on the

following teaching professional skills:

(a) initiates problem solving

conferences to solve student or class problems,

(b) demonstrates

initiative and resourcefulness, and (c) is conscientious about accu
rate reports and meeting deadlines.

The results revealed that urban

school teachers appeared to be ranked higher in their teaching per
formance than their counterparts in the rural and suburban schools.
It is assumed that new teachers may have difficulty in working or
teaching in the rural schools, resulting in a decrease of professional
competence.

Pankratz

(1975) stated that teachers in the rural school

setting were confronted with difficult problems, such as, low sala
ries, inadequate facilities,

isolation from training, and the dis

advantages of living in a small community.

Hypothesis 2

Fourteen of the 20 listed professional skills indicated that
Western Michigan University Teacher Education graduates were rated
the same by their supervisors on all groups of school level.
level refers to:

elementary,

School

secondary, middle, and K-12
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(Kindergarten through 12 grad e ) .
A difference was noted between the school level and the per
ceived teaching performance of Western Michigan University Teacher
Education graduates on the following professional skills:
nicates effectively with students,
teaching,

(a) commu

(b) demonstrates enthusiasm for

(c) adapts materials to needs and interests of students,

(d) demonstrates effective daily preparation,

(e) initiates problem

solving conferences to solve student or class problems,
ticipates in professional organizations.
significant at the .05 level or less.

and (f) par

These six variables were

Results revealed that elemen

tary school teachers appeared to be ranked higher than those in the
other three school level groups,

i.e., secondary, middle, and K-12.

Interestingly, related to the type items, secondary school teachers
were ranked lowest among the three groups.

It was assumed that the

elementary school supervisors were more knowledgeable of the elemen
tary school teachers' actual performance than their counterparts in
the secondary schools.

This might be because of the special nature

of the secondary school teachers.

The middle and K-12 schools were

ranked second and third respectively.

Hypothesis 3

This hypothesis tested the effect of school size upon the per
ceived teaching performance of Western Michigan University Teacher
Education graduates on the 20 listed professional skills.
size refers to the following:
(b)

medium sized schools

(a) smaller schools

(301-700 students),

School

(1-300 students) ,

large schools

(701-1,000
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students), and (d) larger schools

(1,001 or more students).

There

was no difference between the school size and the perceived teaching
performance of Western Michigan University Teacher Education graduates
in 19 of the 20 listed professional skills.
uated the same by their supervisors.

The teachers were eval

The significant variable was a

skill in demonstrating effective daily preparation.

This variable

disclosed that teachers in schools with an enrollment of 701 or larger
were generally ranked higher than those teaching in the medium sized
and smaller schools.

Hypothesis 4

There was no difference between the degree held by supervisors
and their perceptions of the teaching performance of Western Michigan
University Teacher Education graduates.

It was assumed that super

visors with a higher degree would have more training in evaluation.
The expected

result

was to find the difference.

The expected result

was not supported.

Hypothesis 5

There was no difference between the age of supervisors and their
perceptions of the teaching performance of Western Michigan University
Teacher Education graduates.

It was anticipated that the older group

of supervisors would possess a higher level of standards in evaluating
the teachers than the younger group of supervisors

(below 45 y e a r s ) .

The actual result indicated that the teachers were evaluated in the
same manner by supervisors with different age group levels.

Since
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the predictions were not supported, Research Hypothesis 5 cannot be
ac c e p t e d .
Hypotheses 6 through 10 dealt with the teaching competency
(overall competency, effectiveness,

efficiency, and general attitude)

of the Western Michigan University Teacher Education graduates as
compared with graduates of other institutions by school setting,
school size, school level, age of supervisors, and the degree held by
their supervisors.

These hypotheses were all tested using the chi-

square test on responses to Question 27 of Part 2 of the question
naire .

Hypothesis 6

This hypothesis examined the four levels of Western Michigan
University Teacher Education graduates ' teaching competency by school
setting as compared with graduates of other institutions.

Findings

of the chi-square test indicated differences on two of the four
teaching competencies:

effectiveness and general attitude.

Analysis

of the data shows that Western Michigan University Teacher Education
graduates assigned in the urban schools were perceived to be less
effective and had poorer teaching attitudes
in the suburban and rural schools.

than their counterparts

The majority of these graduates

were rated as being the same as graduates from other institutions in
all school settings.

Two teaching competencies, overall competency

and efficiency, did not show significant differences.

The null

hypothesis was not rejected in its entirety.
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Hypothesis 7

One of the four teaching competencies, overall competency,
showed a significant difference on the teaching competency of Western
M ichigan University Teacher Education graduates by school size as
compared to graduates of other institutions.

Inspection of Table 37

demonstrates that Western Michigan University Teacher Education grad
uates tended to be more competent in the large schools
students) and the larger schools
smaller and medium sized schools.
with those in Hypothesis 3.

(701-1,000

(1,001 or more students)

than in the

These findings were consistent

The null hypothesis was not rejected in

its entirety.

Hypotheses 8 and 9

Results of the chi-square test indicated that none of the four
teaching competencies had a significant effect on the teaching com
petencies of Western Michigan University Teacher Education graduates
as compared with the graduates of other institutions on the bases of
the school level and the age of supervisors, respectively.

These

teacher education graduates were rated the same by their supervisors.
Both null hypotheses were accepted.

Hypotheses 10

This hypothesis was tested to compare the teaching competency of
Western Michigan University Teacher Education graduates with gradu
ates from other institutions based on the academic degree of attain
ment of their supervisors.

Results of the chi-square test revealed
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that two of the four teaching competencies were significant at
level;

they were effectiveness and efficiency.

.01

Inspection of Tables

41 and 42 demonstrates that supervisors with a Specialist or Doctor
ate degree tended to rate Western Michigan University Teacher Educa
tion graduates less effective and less efficient than did the super
visors having a lower degree.

The other two competencies, overall

competency and general attitude, did not show a significant effect on
the basis of the degree attained by supervisors.

The null hypothesis

was rejected, but not in its entirety.

Conclusions

The following conclusions were d r a m

from the study and are

offered as a contribution to an empirical data base for the further
assessment and planning of the teacher education program at Western
Michigan University.
1.

Supervisors perceived Western Michigan University Teacher

Education graduates as possessing and utilizing professional "skills"
to a high degree of competency.
2.

Western Michigan University Teacher Education graduates were

equally as good or better than the graduates from other institutions.
3.

Supervisors considered conceptual,

technical, and human re

lations skills as valuable as teaching (field)

experience when hiring

future teachers.
4.

Western Michigan University Teacher Education graduates

tended to function well in various geographic locations,

i.e., school

setting, school size, and school level.
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5.

Western Michigan University Teacher Education graduates

tended to work harmoniously with supervisors of different age group
levels and with different degree attainment levels.
6.

Western Michigan University Teacher Education graduates were

rated as equal or better than graduates from other institutions in
various geographic locations based on the four levels of teaching
competencies:

overall competency,

effectiveness, efficiency, and

general attitude.
7.

Western Michigan University Teacher Education graduates

tended to work harmoniously with supervisors of different age group
levels and with different levels of degree attained based on the four
levels of teaching competencies:

overall competency, effectiveness,

efficiency, and general attitude.
8.

According to the evaluation of their supervisors,

the grad

uates of the Western Michigan University Teacher Education program
are highly competent.

Implications

This study was conducted to determine the extent to which insti
tutional or program objectives are being attained by the graduates as
perceived by their employers.
While the format of the study was based on the recent graduates
of a training institution like Western Michigan University who were
employed in the teaching profession,
report data from supervisors,

this activity would accumulate

indicating the extent to which they

value the entry skills or competencies of the newly hired teachers.
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Research findings in the literature indicated that considerable
research has been directed toward identifying and measuring educa
tional programs.

The method most commonly used to assess the program

is a follow-up of graduates and pupil behavior.
Herbert

(1970) stated that it is not expedient to evaluate

teacher education programs by changes in p u p i l s ' behavior in the
schools where the teachers find employment.

He further stated:

Pupil changes occur to a great number of different indi
viduals, each of unknown personality, unpredictable
cultural conditioning, and idiosyncratic response.
The
reactions to any teachei cannot necessarily be attributed
to the teacher and much less to the t e achers' prepara
tion.
Moreover, pupil changes, except response to tests,
are extremely difficult to record accurately.
In any
case, such changes occur in environment where the teach
ers of teaching control only one of the variable-training
the teacher received— and there is evidence that any
effect of the training can be driven underground at
least temporarily by the anxieties inherent in beginning
teaching.
(p. 9)
One of the most promising ways of evaluating the graduates of a
teacher education program is the peer/supervisors rating of data in
teaching behavior

(Sandefur, 1970).

Despite the lack of research evidence that peer and
supervisor evaluations have validity in assessing
teacher behavior, especially a case can be presented in
systematizing a peer/supervisor rating scale which can
be quantified.
The fact that little evidence is pres
ently available which supports such ratings is no doubt
largely due to the lack of a commonly acceptable scale
which consistently seeks data on teaching effective
ness.
(pp. 21-23)
O'Connor (1965), Patterson (1976), and the National Council for
A ccreditation of Teacher Education (1977)
supervisor (employer)

strongly recommended the

follow-up of graduates as a valuable tool for

measuring institutional programs.
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Although the study is a way of formative evaluation of a compo
nent of the teacher training program, it also answers the need of
many institutions,

state departments of education, and national

r

regional accreditation agencies for summative data.
This study points out the strengths and weaknesses of the present
teacher education program at Western Michigan University.
to the findings,

According

the teacher training department at Western Michigan

University and other training institutions can improve the contents
of some of their professional education courses, and develop a new
program that would meet the needs of the graduates and their employ
ers as well as the community they serve by planning and implementing
the recommendations provided by this study.
The findings of this study also provide implications for the
institutions responsible for the. preparation of training the teach
ers.

Under the marketing concept,

if a good quality product and a

satisfied consumer are desired goals,

then training institutions must

accept the responsibility for assuring that their programs produce
technically competent teachers and leaders who are well versed in
various

teaching professional skills.

The importance of improving and strengthening the program
through the professional approval of the employing school districts
cannot be overemphasized.

A letter from one of the public schools

in Michigan (see Appendix G) supports and endorses the importance of
this kind of study.
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Recommendations

In the light of the findings of the study,
mendations

are

the following recom

made regarding the component skills of the teacher

education program at Western Michigan University.

Areas for further

research are also suggested:
1.

Consideration should be given that the preservice training

programs should emphasize in the development of technical, conceptual,
and human relations skills.
2.

The process and procedures used in this study are valid

tools in the evaluation of the teacher education program and should
be considered for future studies.
3.

A study similar to the present one should be made periodi

cally .
4.

A study should be made to determine the nature of the rela

tionships between the graduates'

appraisal of a program and the

employers' appraisal of a program.
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EMPLOYER QUESTIONNAIRE

Part 1— School District Information

1.

Public _________________

Type of School:

Private ________________

Individual and Building Information

2.

School Level __________________________________________________________
Please indicate from lowest to highest level.

3.

School Size:

a. Enrollment
___________ Less than 300
___________

301-700

___________

701-1,000

___________ 1,001 or more
b.

Number of Teachers ______________________________

4.

School Setting:

5.

Title/Position of Supervisor:__ _____________________________________

Rural _______

Suburban

Urban_________

6.

How long you have been in this position ___________________________

7.

Highest degree attained _____________________________________________

8.

Age _____________________

9.

Number of WMU Teacher Education graduates you hired from December
1976 through December 1977 _____________________

10.

What was the position/title of this teacher when hired?
___________ Regular teacher
___________

Substitute teacher

___________ Classroom aide
___________

Other _______________________________________________
Specify
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Part 2— Teacher Competency Survey

P u r p o s e : The purpose of this survey is to obtain information concern
ing the entry level skills and competencies of beginning classroom
teachers that graduated from Western Michigan University's under
graduate teacher education program.
We are asking your help in iden
tifying the professional competencies that you as a principal feel
are important for the beginning teacher.
This information will
assist in the evaluation and improvement of the teacher education
program.
Please do not indicate specific teachers by name.
Your
cooperation is greatly appreciated.
Thank you very much.
D irect i o n s :
I.

Please check the appropriate space or fill in the blank as re
quired .
General Characteristics of This Teacher
1.

Sex:

3.

Major Field of Study _______________________________________ _

Male_____

Female_____ 2.

Degree:

BA_____ BS_____

4.

Minor Field of Study ____________________________________________

5.

Teaching In:

Major Certificated Area
Minor Certificated Area
Other _________________________________
Specify

6.
II.

Number of months teacher has worked in your school __________

Based on your appraisal of this teacher's performance, please
check the most appropriate response for each item on the survey.
The rating scale is defined as follows:
Poor - Unacceptable performance
Satisfactory - Meets minimum performance requirements
Good - Exceeds performance requirements
Excellent - Far exceeds performance requirements
N. K. - No knowledge or evidence
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PROFESSIONAL SKILLS

POOR

SAT.

GOOD

____

____

___

EXC.

N.K.

Teaching Effectiveness
7.

Communicates effectively
with students

8.

Demonstrates skills in
evaluation

9.

Demonstrates enthusiasm
for teaching

10.

Adapts materials to needs
and interests of students

11.

Demonstrates effective
daily preparation
Class Organization,
Management, and Control

12.

Is conscientious about
accurate reports and
meeting deadlines

13.

Demonstrates skills in
directed supervised study

14.

Adheres to school policies
and procedures

15.

Uses a variety of learning
experiences

16.

Initiates problem solving
conferences to solve stu
dent or class problems
Professional Development

17.

Shows understanding of
human growth

18.

Initiates a variety of
personal development and
activities

19.

Participates in profes
sional organizations
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POOR
20.

Takes personal responsi
bility for individual
professional growth

21.

Demonstrates knowledge
of subject matter

22.

Demonstrates skills in
applying knowledge

23.

Demonstrates initiative
and resourcefulness

24.

Diagnoses pupils' needs
accurately

25.

Coordinates planning and
preparation of classroom
and materials

26.

Demonstrates effective
long-range planning________ ____

SAT.

GOOD

EXC.

N.K.

Strengths in Subject Matter

III.

____

____

____

____

Please check the most appropriate response for each item.

27.

WMU
STRONGER

MOSTLY
SAME

WMU
WEAKER

Overall competency

_________

_________

________

b.

Effectiveness

_________

_________

________

c.

Efficiency

d.

General attitude

In comparison with others in
the same work group, how
would you rate WMU gradu
ates?
a.
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IV.

Please answer the following questions according to the best of
your knowledge.
28.

Is the teacher currently eligible for tenure status?
Yes ______ No______
If no, please indicate reason _________________________________

29.

What competency or skill are you particularly interested in
when hiring teacher graduates.
Please give five (5) in
priority order.
a. _______________________________________________________________
b

d

30.

What recommendations would you make to us for improving the
skills of future teachers ?____________________________________

31.

Please make additional comments if anything has been
omitted.
________________________________________________
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KALAMAZOO, MICHIGAN

49008

Dear
Western Michigan University's College of Education, in cooperation
with Mr. Ricardo Santuyo, seeks your cooperation in improving its
teacher preparation program.
Specifically, we are seeking to evalu
ate the professional skills component of the teacher education program
by appraising the teacher performance of its 1976-1977 graduates.
It
is for this reason that the enclosed questionnaire(s) is (are) being
sent to you.
Placement Office records indicate that the attached list of Western
Michigan University graduates were employed by you between December
1976 and December 1977.
We request that you have the teacher's imme
diate supervisor complete this questionnaire as soon as possible and
return it in the enclosed self-addressed, stamped envelope.
We ask
you to please evaluate the teacher even if he/she no longer works for
you.
This study in no way seeks to identify a specific graduate.
Our con
cern is with the overall improvement of the professional component of
the teacher education program at Western Michigan University.
This is your opportunity to provide relevant input into education by
exercising your voice of opinion and making suggestions to improve the
quality of training at Western Michigan University.
Your participa
tion and cooperation in this important study is highly appreciated.
Thank y o u .
Sincerely,

Ricardo T. Santuyo
Doctoral Student
Endorsed and Approved:

Thomas Ryan, Chairman
Education & Professional Development

Kenneth F. Simon, Acting Dean
College of Education
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W E S T E R N M IC H IG A N U N IV E R S IT Y
COLLEGE OF EDUCATION

Dear
Four weeks ago we sent you a survey designed to evaluate the profes
sional skills component of the teacher education program at Western
Michigan University.
We realize that perhaps it came to you at a
busy time, and therefore we are sending another copy at perhaps a
calmer period.
If you already returned the form, please disregard
this f o l l o w - u p .
Your cooperation in this important study is very important to its
success and will be greatly appreciated.
The estimated time is less
than 15 minutes and responses of individual schools will remain con
fidential .
Undoubtedly you have many demands on your time and we extend our
apologies for adding this additional burden.
However, if you already
have not done so, please have the teacher's immediate supervisor com
plete the enclosed questionnaire(s) as soon as possible and return it
in the enclosed, self-addressed, stamped envelope.
Thank you for your assistance.
Sincerely,

Ricardo T. Santuyo
Doctoral Student
Endorsed and Approved:

Thomas Ryan, Chairman
Education & Professional Development

Kenneth F. Simon, Associate Dean
College of Education
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Table 43
C ompetencies/Skills That Were Important to Supervisors
When Hiring Teachers
Teaching Effectiveness

Item

Ability to communicate with students

Frequency

57

Enthusiasm for teaching

41

Skills in evaluation

12

Flexibility in preparation

11

Creativity

9

Skills in teaching technique

8

Daily preparation

7

Knowledge of child growth and development

7

Sensitivity to p u p i l s ' needs

6

Ability to communicate with parents

4

Motivation

3

Well organized

3

Flexibility to situation

3

Effective planning

2

Skills in individualized teaching

2

Knowledge of counseling

1

Ability to w ork with special students
Total

1
177
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Table 44
Competencies/Skills That Were Important to Supervisors
When Hiring Teachers
Class Organization and Management Control

Item

Frequency

Classroom management and control

26

Ability to handle discipline

21

Ability to organize and plan

14

Use of learning experiences

2

Ability to deal with conflict

1

Skills in solving classroom problems

1

Skills in record keeping

Total

1

66
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Table 45
Competencies/Skills That Were Important to Supervisors
When Hiring Teachers
Professional Growth and Development

Item

Good scholastic record

Frequency

14

Desire to grow professionally

9

Willingness to learn

5

Understanding of human growth and development

5

Understanding of school policies and
procedures

4

Directed supervised instruction

3

Willingness to learn community resources

2

Must be a self-starter

2

Willingness to spend extra time

2

Total

46
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Table 46
Competencies/Skills That Were Important to Supervisors
When Hiring Teachers
Strengths in Subject Matter

Item

Frequency

Knowledge of subject matter

65

Reading skills

27

Mathematics skills

10

Initiative and resourcefulness

10

Writing skills

10

Skills in diagnosing p u p i l s ' needs

5

Ability to teach many subjects

5

Proficiency in English language

4

Effective long-range planning

3

A pplication of knowledge

2

Knowledge of various areas

2

Skills in various trades

1

Skills in language and arts

1

Total

145
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Table 47
Recommended Competencies/Skills by Supervisors
to Improve Skills of Future Teachers

Item

Frequency

Personality and poise

34

Human relations

25

Ability to work with staff

19

Teaching of reading skills

18

Positive attitude

14

Class control and management

10

Planning, organizing, and implementing
lesson plan

10

Dedication

7

Discipline technique

6

Cooperativeness

5

Rapport with children

5

Dependability

5

Teaching responsibility

4

Total

162
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Collated Voluntary Responses From
the Open-Ended Item

WMU does at least as good a job as other teacher training insti
tutions.
P robably b e t t e r .
WMU graduates complain about the large number of graduate stu
dents that teach instead of the professional staff.
This is true to
all areas of your curriculum.
For benefit of graduates consider dual or triple approvals in
special education to help them in today's job market.
Push at state level to change K -8 certificates to K-3 and 4-8.
Newly graduated teachers need expertise on planning, discipline,
and organization of class structures.
Prospective teachers need to have skills in:
1.
Classroom management (students and materials)
2.
Planning (short- and long-term)
3.
Interpersonal relationships— students— staffs— parents
Prospective teachers need an open personality and a positive
s e l f- i m a g e .
I don't feel you should give any special education teachers a
temporary certification.
They are either certified or not.
Teach somewhere during undergraduate training that management is
necessary .irregardless of what Union leadership may dictate.
Beginning teachers need more complete background in
development in reading, language and arts, and in math.

program

You might set up a "nuts and bolts" seminar where future teachers
could meet with administrators (building and central teachers, inter
mediate, etc.) so they could be exposed to many different situations.
The teacher we hired would have been an excellent one from w hi ch
ever institution she/he chose to graduate.
Teachers must have

loyalty to country and natural resources.

Must be neat-wholesome person.
Willingness to participate in community— enough to understand
its true needs and culture.
All teachers should be able to teach reading and writing.
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LIVONIA PUBLIC SCHOOLS
15125 Farmington Road, Livonia, Michigan 48154
June 7, 1978

Mr. Richard Santuyo
Doctoral Student
College of Education
2306 Sangren Hall
Western Michigan University
Kalamazoo, MI
49008
Dear Mr.

Santuyo:

Dr. Garver, Superintendent of Livonia Public Schools, forwarded your
communication regarding follow-up reports on Western Michigan grad
uates to the Personnel Office.
The two people listed are not currently employed.
was a substitute who no longer works for our District.
_______________
_______________ is employed in the Clarenceville School District and
never was an employee of Livonia Public Schools.
May I express my appreciation to you for your desire to improve pro
gram through professional approval by the employing districts.
It is
a pleasure to know that one of the universities is motivated in such
efforts.
Sincerely,

Audrey Becker
Assistant for Personnel
AB/maf
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